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ABSTRACT
A Servant Leadership Model for the Church of Brazil
Anselmo F. Amaral
The astonishing growth of the Evangelical church of Brazil reveals leaders
competent in the management ofmarketing but also a growing number that have
compromised the gospel in name of that growth. The nature of appropriate Christian
leadership thus became the research problem to be solved.
Looking at recent phenomena in which principles of servant leadership have
spread throughout business circles, the researcher wondered if that model could also
spread among Brazilian churches. After a careful examination of servant leadership
theory for its applicability to the Evangelical Brazilian church the author developed and
led a course for a sample of pastors in order to measure the effectiveness of such a model
in producing desired shifts in leadership practices.
The data for this study were obtained from the course participants and lay leaders
in their churches using a pre-test and post-test survey along with interviews and
observations. The subjects were evaluated on four primary emphases of the course that
emerged from the literature and seemed appropriate to the Brazilian context. These
emphases were their leadership focus, influence, character, and heart.
Participants demonstrated according to interviews that the model had a significant
impact on their personal lives and affected their lay leaders as well. Observing this
outcome, the researcher hopes that the model will be offered to the larger church in Brazil
and possibly be used in Bible schools, seminaries, and other training institutions to
improve the quality of leadership and help the Evangelical church of Brazil restore some
of the credibility lost in recent years.
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CHAPTER 1
THE RESEARCH AND ITS SETTING
Introduction of the Chapter
This chapter begins with a personal turning point that sheds light on the
author's interest in this study. It then traces the problem and its setting. In the
background of the problem the researcher presents the astonishing growth of the
church ofBrazil and some observations about this growth. Following this, the
researcher defines the statement of the problem and presents research questions,
definition of terms, delimitations on the study, and the significance of the study.
Then, the researcher clarifies the methodology used in this study to build a course
specially tailored for a group of pastors, establishes ethical considerations, and poses
the theoretical framework for this study.
A Personal Turning Point
In the winter of 1979, Youth With A Mission (YWAM) rented a farm in La
Pintana, a small town outside of Santiago, Chile, for use as a school of missions. This
farm was situated in an ideal location among several other small farms a few miles
from the imposing Andes Mountains. Students came from several different countries
in South America, and this writer was among them. Most of the students were helped
financially by offerings from friends and churches. The concept of sponsorship was
unknown, or avoided, and the students were encouraged to depend only on God for
personal support. At the beginning of the training, the school leaders formulated a
rule to preserve the sense of community: Food had -to be shared with each other in an
2egalitarian way. There were other rules regarding cleanliness, punctuality,
submission, and so on.
The rules seemed to be obeyed until a teacher delivered a lecture entitled "The
Broken Heart." The last words in that message were a quotation from King David,
"You do not delight in sacrifice, or I would bring it; you do not take pleasure in burnt
offerings. The sacrifices ofGod are a broken spirit; a broken and contrite heart, O
God, you will not despise" (Psalm 51:16, 17).1 He read the Scripture, prayed, and
encouraged the students to have a moment of silence. One of the students interrupted
that quiet moment with a weeping confession. He said, "I was hungry and took a
piece of bread from the kitchen without permission." Following him, another voice
revealed, "I opened the refrigerator and got a portion of cheese." Almost all of the
students confessed some infraction of the community rules. The leaders listened as
the students wept, expressing their contrition. After a while, everyone in the room
became silent. Then one of the leaders interrupted the silence and replied, "As
leaders, we are sorry about your wrong behaviors but appreciate your confessions.
We need to think about this for a while." The students remained in the room while the
leaders went to another room to deliberate. When they returned, the leader
announced:
You have broken the rules and deserve punishment. You understand
that law without punishment for its violators is not law but counseling!
So, we have decided that the violators must pay for their
transgressions. Everyone will work on the farm on Saturday instead of
having that day off as we usually do. This is the bad news and your
punishment. The good news is that we ourselves have decided to pay
1 All biblical quotations are from The New International Version (NIV) unless
otherwise indicated.
3the price for your transgressions. So we will work next Saturday for
you.
They dismissed the meeting and the students went to their rooms.
On the following Saturday, in the midst of cold weather, all the leaders
worked on the farm from 8 a.m. until 6 p.m. This writer and his friend watched
through the window. "This lesson has a meaningful theological teaching," said the
friend. "Jesus took our place on the cross to forgive our sins!" The writer agreed with
him and added, "Their example gives me new insights about leadership. I see a lesson
of servant leadership, which is an alien model in my culture. If one day I become a
leader, I want to be a leader like that, a leader that emulates Jesus' pattern for leading
people." Today this paradigm is commonly called servant leadership.
Servant-leadership may be defined as a process in which the primary focus of
the leader is to serve others by meeting their needs and investing in their development
for the benefit of accomplishing tasks and goals for the common good. By the side of
Christian servant leader, we should add that the focus is to serve and please God
primarily and then serve others as and extension of serving God. This inspiring
behavior was what the students perceived in those leaders in the above incident. I left
that training course not only with methods, strategies, and knowledge about missions
and evangelism, but also with an enormous passion for servant leadership. I started
studying servant leadership and began looking at how leaders invest in others for their
best. This culminated ten years ago with a training course I offered on servanthood
for lay people in the Methodist churches ofRio de Janeiro. The success of this
training course and other observations prompted me to think about a model of
transforming servant leadership for pastoral leaders in the church as well.
4The Problem and Its Setting
This section presents the background of the study along with the statement of
the problem and the research questions. This is followed by important definitions,
delimitations, the significance of this study, and the research methodology.
Background to the Problem
Leaders in the Evangelical2 churches ofBrazil, including the Methodist
churches, have proved to be great strategists in reaching secular people. Remarkably,
many have discovered indigenous3 ways of bringing people into the churches and
producing church growth.
Brazilian church growth is part of the phenomenal growth of the church
located in countries south of the equator. Missiologists have studied this growth and
are anticipating the future of this church. Philip Jenkins, in The Next Christendom,
reports that "Africa and South America will be in competition for the title ofmost
Christian continent." He projects that by the year 2025 there will be around 2.6 billion
Christians in the world, ofwhom 633 million will live in Africa, 640 million in Latin
America, and 460 million in Asia (2002:3). This astonishing growth has already been
seen in the Evangelical churches of Brazil. The records of the Brazilian Institute of
2 Brazilians usually consider the Evangelical churches to be those churches that
belong to the Protestant groups, including historical churches, Pentecostals, and neo-
Pentecostals.
3 To achieve indigeneity, the strategist uses forms and language to express faith in
ways "natural" to people (Hunter 1987:158). Some of these forms are: dealing with
spiritual warfare, using healing ministry, using appropriate symbols to communicate
with people, having relevant worship services with the use ofBrazilian musical
instruments, contextual rhythm for praise, testimonies as tools for evangelism, and
Brazilian styles of preaching. Brazilians have learned that they can be Brazilian and
also Christian at the same time.
5Statistics and Geography (IBGE)4 reveal that the Evangelical church increased from 9
percent of the population to 15.4 percent in the period from 1991 to 2000. In the state
ofRio de Janeiro, Evangelicals increased to 21 percent of the population. Comparing
the percentages of Evangelicals with Catholics,6 73 percent ofBrazil's population are
Catholic but only 57.2 percent are Catholic in Rio de Janeiro state. Of the remaining
43 percent, 25 percent are Evangelicals, 10 percent follow voodoo religions, and 8
percent are from other religions.
Numerical growth, however, is not all that God expects from the church. The
church needs a leadership model that inspires followers to live as Jesus announced in
John 10:10: "I have come that they may have life, and have it to the full." Likewise,
the Apostle Peter writes:
To the elders among you, I appeal as a fellow elder, a witness ofChrist's
sufferings and one who also will share in the glory to be revealed: Be
shepherds of God's flock that is under your care, serving as overseers - not
because you must, but because you are willing, as God wants you to be; not
greedy for money, but eager to serve; not lording it over those entrusted to
you, but being examples to the flock. And when the Chief Shepherd appears,
you will receive the crown of glory that will never fade away. (1 Peter 5:1-4)
This will be a type of leadership that emulates both the pattern and the quality of
Jesus' relationship with his followers.
4 The Instituto Brasileiro de Geografia e Estatistica - IBGE (The Brazilian Institute of
Statistics and Geography) is the governmental institute responsible for making
surveys throughout Brazil on issues regarding gender, income, ages, populations, etc.
Even though some Evangelicals disagree with the accuracy of some data, the IBGE
does offer a reliable statistical geographic economic map of Brazil.
5 In Brazil, the Evangelical church does not consider Catholics to be Christians. So,
most of denominations preach to Catholics to be converted to Jesus Christ because
Evangelicals see syncretism, paganism, and nominalism in the faith ofCatholic
church members.
6Some leaders today in Brazil have compromised the gospel in the name of
church growth. Phillip Jenkins mentions the example ofBishop Edir Macedo,6 the top
leader of a neo-Pentecostal church of Brazil called the Universal Church of the
Kingdom of God (IURD). In spite of this church's growth, an embarrassing videotape
was made public showing Macedo gloating over his profits and urging his lieutenants
to squeeze more out of the flock. Jenkins says, "When the video was aired, the
scandal caused a major setback, and the church's previously astronomical growth
faltered" (2002:65). Macedo illustrates a kind of behavior found in some Brazilian
Christian leaders in recent years, a behavior that actually compromises the gospel.
Secular people see this behavior and begin to dismiss Christian leadership. A personal
anecdote illustrates how secular people regard pastors.
In June of 2002 the writer arrived in Brazil from the United States and needed
to pick up his belongings, which had been shipped in a container. A federal agent at
the port ofRio de Janeiro looked at the belongings and started a conversation. He
said: "You are a pastor, aren't you?" "Yes, I am." "I am a Buddhist," he said, "but I
am interested in the Evangelical church." When the writer asked why, he responded,
6
Bishop Edir Macedo is known for his sermons about the war between God and the
devil, and how faith can cure nearsightedness, cancer and AIDS. His enemies say
Bishop Macedo's dream is to convert Brazil into a religious state, a kind of new Iran
in which he would be its all-powerful ayatollah. In 1977, Macedo started a church in
a converted Rio mortuary with fewer than 100 followers when something happened.
There was a woman named Maria Veronesi who believed that she was cured by him.
She sold land that she had inherited from her father and gave the money to Macedo.
Then followed his greatest miracle. He strategically used the money to buy from Rio
de Janeiro's Metropolitan Radio broadcasting station 10 minutes of daily airtime. By
1982, his program at Metropolitan had grown to five hours a day. Two years later he
bought the radio station. This was the first acquisition in what would soon become a
communication empire of the church and the beginning of one of the most successful
religious enterprises in Brazil (Nascimento 1995:1-3).
7'"Because I would like to open a church for myself. To have a church is a great tax-
free business. You only need to know how to manage the marketing correctly."
The writer disagreed with the customs agent about the way he saw the church.
Nevertheless, based in these two above incidents and several others involving money,
sex, corruption, lying, and other shame situations, he came to the conclusion that
there is something wrong out there with the spiritual formation of some Christian
leadership. For instance, in the month of January of 2007 the apostle of one of the
fastest growing denominations ofBrazil was taken to prison for bringing $56,500 and
declaring only $10,000 at the airport ofMiami. This news was shown throughout
Brazil in the main magazines and newspapers. Talking in an interview, one of this
apostle's members said he believed that what the American customs agent did to the
man ofGod was unfair. What this innocent believer did not know was that the
Brazilian government was looking for the pastor and his wife because they owed
more thanl2 million Reais (6 million dollars) to several companies in Brazil,
including unpaid rent for huge places for worship (Wikipedia 2007:1).
The growth of the church in Brazil, including the state ofRio de Janeiro,
indicates that the customs agent at the time of the writer's return in 2002 was partially
correct when he said that the church is a very good business. Evangelical church
marketing concedes nothing to proper business marketing; however, something is
missing. The church ofBrazil needs a new type of leaders, leaders who do not
compromise the gospel. Christian leaders are not free to compromise the gospel with
wrong behavior. The Bible does not praise those who think in terms of achievement
over character. For instance, I Samuel 13 shows how King Saul had succeeded in his
8leadership strategy but failed in being obedient to God. In a similar manner, the
challenge facing the Evangelical church in Rio de Janeiro is not numeric expansion
but rather the type of church being multiplied. There is a need for leaders who
understand the culture and align their lives with biblical patterns. From his experience
in the field of leadership in Brazil, and as part of the Brazilian Christian believers, the
writer makes four observations.
First, it is necessary to foster a holistic Christian leadership for the astonishing
growth of the Evangelical churches in Brazil, and in particular for the Methodist
church ofRio de Janeiro state. The church should grow in a healthy way, and its
leadership is responsible for this. Even though leaders have been models of how to
reach out and how to be strategists for the growth of the church, a need for mature
leadership is necessary for the church. Pastors need to realize that caring for tasks in
the day-by-day life of the church, reaching out for church growth, and expressing
social concern for the poor, are not all that pastors should pay attention to. Pastors
everywhere should understand that they must be examples for their followers and be a
reflection of Jesus' lifestyle as in a mirror.
The second observation is that the authoritarian leadership model tends to
disregard the contextual and new democratic spirit ofBrazil, the demands of post-
modernity concerning leadership, and biblical issues of servant leadership. Brazilian
leaders are usually authoritarian. This inhibits people from self-development and
brings other consequences. Autocratic leadership in churches often gives orders,
limits the participation of the church membership, and emphasizes the work of the
church. Autocratic leaders decide goals, set all policy, structure all tasks, and try to
9force all people to accept their decisions. Details will be given later about this
predominant Brazilian leadership style, which contrasts significantly with an
emerging paradigm of leadership - the servant leadership model.
The third observation is that there is a vacuum of leadership development and
spiritual formation, modeling and training for the church. In 2003, while being
considered for the position ofDean in one of the Methodist seminaries, the writer
examined the curriculum of that school and found that it had no course leading to
leadership development and spiritual formation. There is also a lack of literature on
leadership development including servant leadership being used by teachers in the
seminaries. Their emphases are primarily theological and academic. A good, tested
leadership program might improve the quality of church leadership. The quality of
leadership matters to the church because leaders usually embody the values that
inspire the people, and congregations often emulate the practices of their leaders. The
quality of leadership is thus a concern for churches, as well as for political groups,
businesses, and all kinds of organizations. The success of any endeavor often depends
on the quality of its leadership. Several seminaries and religious institutions, like the
Methodist seminaries in Brazil, rarely focus on leadership development and spiritual
formation issues. They emphasize theological, ecclesiological, and doctrinal aspects
of religion, but usually sidetrack the leadership formation of future pastors and fail to
develop their ability of leading followers in the task.
The final observation comes from this writer's successful experience in
training lay people for the mission field (see Appendix 1 for the objectives of the
training). Although this training was given mostly for lay people, some pastors have
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also participated. I have seen how this mission training has contributed to the growth
of the Methodist church and produced servant leaders. From 1978 to 1980, 1 worked
with Youth With A Mission (YWAM) as a missionary in Argentina, Chile and
Uruguay, training lay people in evangelism. My experience during those years
empowered me to develop a training program for lay people within the Methodist
church.7 The course confronted the participants with Jesus' lifestyle. The success of
this training prompted me to come to America to study and prepare to serve the Lord
better.
Statement of the Problem
In light of these four observations, the purpose of this research was to develop
a contextually sensitive program for Servant Leadership Development (SLD) within
the Methodist Church ofBrazil. This was attempted by: (1) designing and teaching a
leadership training course based on servant leadership issues to a selected group of
Brazilian Methodist pastors, (2) evaluating the effectiveness of this course in
producing shifts in leadership in the subjects, and resulted in (3) making
recommendations on the basis of these findings to the Brazilian Methodist Church for
ways to more effectively develop pastoral leadership in the church.
7 This course includes studies on devotional formation such as an hour of silence,
intercession, fasting, and praise; studies on character formation as spiritual authority,
the heart of servant, changing attitudes, a broken heart; studies on methods and
messages to share the gospel such as evangelism through relationships and friendship,
global focus, the message of love, faith and hope; studies dealing with inner life such
as self-esteem, forgiveness, and a clean conscience; and finally, studies that teach
them to deal with difficulties and spiritual warfare.
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Research Questions
Research Question One:
What contextually appropriate components and educational methods are
needed for a SLD course for pastors?
Research Question Two:
How effective would such a course be in producing the desired shifts in
leadership practices?
Research Question Three:
From the findings of this research what are the most helpful recommendations
to the Brazilian Methodist Church in its efforts to produce pastors who are servant
leaders?
Definitions
Spiritual Formation
Spiritual formation is the process of being conformed to the image ofChrist
by the gracious working ofGod's spirit, for the transformation of the world.
8
Emphases
"Emphases" as used in this dissertation describe the four categories of servant
leaders that served as a foundation to build the course for pastors. They were leaders'
focus, influence, character, and heart.
8 This definition adapts and expands Robert Mulholland's work Invitation to a
Journey (InterVarsity Press, 1993). Companions in Christ Training � 2004. All rights
reserved.
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Focus of Servant Leader
The focus of servant leadership is generally aimed at serving 'people.
However, the focus of servant leadership in a Christian frame of reference refers to
the developed ability to please God and serve others. This attitude relates to losing
life in order to find it (Matthew 10:38-39; 16:24-26; Mark 8:34-37; Luke 9:23-25;
Luke 14:25-27; 17:33; and John 12:25-26). Likewise, the focus of the rest of the New
Testament calls all Christians to live as servants. Jesus set the model for this call.
Texts such as Philippians 2:5-1 1 and I Peter 2:21-25 confirm this statement. As
Snodgrass points out, "The dynamic of dying and rising in identification with Christ
is, as it relates to Christian living a servant theology" (1993:9). Jesus came to please
God and to serve people. This is the ultimate aim of servant leaders too.
Influence of Servant Leader
Servant leadership influence refers to the ability of a leader to impact the lives
of others. Servant leaders influence people mostly by modeling, encouraging,
developing, and meeting their needs.
Character of the Servant Leader
Servant leadership character refers to the attitudes and behaviors that express
the values of the leader. In this document the character of servant leaders refers to
their ability to serve others with integrity that establishes credibility.
Heart of the Servant Leader
The heart of a servant leader refers to the dominant passion and understanding
ofpower that drive his/her efforts. The heart of a servant leader is related to the
ability of leading with love.
13
Components
The "components" of the course were the activities used to discuss and teach
the emphases of the course. The course consisted of four components: (1) teaching
sessions, (2) readings from books, (3) case studies, and (4) experiential learning
exercises.
Leadership
Leadership is a complex process of influence, persuasion, and/or use of power
whose role and exercise is determined by culture and whose objective is to bring
about some type of change.
Authoritarian Leadership
This style is used when the pastor/leader tell subordinates what he/she wants
done and how he/she wants it done, without getting the advice of his/her
subordinates. Although there may be appropriate times to use this approach (such as
when the leader has all the information needed to solve the problem, timely response
is urgent, and the subordinates are well motivated), it is not the only or best
leadership style.
Servant Leadership
Servant Leadership is the style in which the pastor/leader encourages and
helps followers to make the decision. It is a process in which the primary focus of the
leader is to assist the development of others. The focus of servant leadership is on
others rather than upon self, and on an understanding of the role of the leader as
servant. As Robert Greenleafpoints out,
14
The servant leader is9 a servant first. It begins with the natural feeling that one
wants to serve, to serve first. Then conscious choice brings one to aspire to
lead. That person is sharply different from one who is leader first, perhaps
because of the need to assuage an unusual power drive or to acquire material
possessions. For such it will be a later choice to serve - after leadership is
established. (1977:13)
Delimitations
This study focused on the Methodist Church of Brazil and not on all the
Evangelical churches ofBrazil, even though it may prove to be helpful for other
Evangelical denominations.
This study focused only on pastors working in a district of the Methodist
Church located in the south of the State ofRio de Janeiro. Since the goal of this
research was to change behaviors, the number of participants was not large in order to
allow the researcher to follow their lives closely and to evaluate their responses to the
course.
This study focused on understanding how pastors respond to the servant
leadership model. It did not involve district superintendents in the course so that all
participants would feel free to share their thoughts.
Significance of the Study
The value of this study is to present the model of being a servant leader in
such a way that the church not only can celebrate its numeric growth, but also adopt a
leadership model different from the cultural authoritarian leader. Moreover, the study
though small has the potential of provoking a process of transformation, formation
and multiplication of servant leaders. As a result the gospel being spread could more
adequately produce disciples that reveal the quality of true followers of Jesus. I
9
Emphases in the original.
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believe that the church would be more attractive and people would not resist the
gospel if the lives of all preachers would match with their message. Unfortunately,
this is not the picture presented in the media and some people avoid church because
many high profile pastors' behaviors do not match their message.
Moreover, seminaries and Bible Colleges will be better able to serve the
church by training not just professionals able to administer the church and care for the
church's identity, but leaders who are able to contribute to the growth of the church in
a healthy way. The dictionary ofmissiological terms by Gailyn Van Rheenen defines
Church growth as
a discipline which investigates the nature, expansion, planting, multiplication,
function and health of Christian churches as they relate to the effective
implementation of Christ's commission to make disciples of all peoples.
(http://missiology.Org/missionsdictionary.htm#C)
Overall, a new paradigm of leaders can be raised up among church leaders and
secular leaders, who can serve to bring justice in our societies. This research can
inform the Methodist training that has been started and tailored to lay people and can
improve its accomplishment. Finally, this study maybe able to help the Methodist
Church improve the qualities of its pastors in order to place the denomination as an
example of a visionary and servant church.
Research Methodology
The main focus of this research was the design and evaluation of a course
specially tailored for pastors of the Methodist Church in Rio de Janeiro State. I chose
the Methodist Church because it is the arena in which I develop my ministry and most
desire to contribute in the development of pastors. The methodology to collect the
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data, to interpret and evaluate the effectiveness of the course in producing shifts in
leadership is presented below.
The research is essentially qualitative research supplemented by a quantitative
component. According to Kjell Rudesman & Rac N. Newton, "qualitative research
designs are typically not intended to prove or test a theory, and it is more likely that
the theory will emerge once the data are collected, this means an inductive approach
rather than a traditional deductive approach" (Ruderman & Newton 1992:37).
To make this research possible, I followed five steps:
1 . Designed the course.
2. Recruited, met, and challenged a sample of pastors to participate in the course
program.
3. Planned a retreat in which participants remained for five days.
4. Received reports and recorded observations during the course while
participants integrated day-by-day with all the components of the course.
5. Created the instrumentations.
6. Oversaw the completion of three surveys.
Design and Purpose of the Course
The entire design including the content of the course is described in Chapter 3.
In synthesis, the course and its components followed the four main emphases of the
course immerging out of the review of literature. They were: (1) the focus of the
servant leader, (2) the influence of the servant leader, (3) the character of the servant
leader, (4) the heart of the servant leader. I chose these four emphases out ofmultiple
possibilities because they connected directly with aspects observed in the Brazilian
leadership context.
The retreat center was 30 minutes by car from our homes. It was a quiet place
located in a vale with mountains all around. Good food was served and we enjoyed
very good weather in that week.
Participants were encouraged to interact with each other regarding ideas from
books, case studies, teaching sessions, and practical experiences. More details of
these components including the emphases objectives will be presented in Chapter 3.
The schedule was intense, but it was surprising to the researcher that no one wanted
to leave the course before it ended.
I counted on my wife's participation to help with the course. She is a person
of credibility and had the confidence of all the participants. As co-pastor and a
psychologist she has been a counselor to some of the participants. She was an
essential help in putting together the daily conversations and interactions among
participants during the program. While participants were giving their comments on
some of the topics, I was paying attention to the conversation and she was writing.
Population and Sample
The researcher selected a sample of 15 pastors reflecting different
backgrounds and characteristics. The sample was exclusively from Methodist
churches. Initially, I contacted each participant by phone and explained the purpose of
the program. Pastors who were willing to consider being involved were invited to a
breakfast meeting in which the researcher explained the program in more detail. The
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researcher asked the sample to bring a list of their lay leaders who coordinated church
ministries, along with their telephone numbers.
At this meeting I explained the program in detail and received a commitment
from all participants. Their initial commitment was to stay from Monday to Friday in
a retreat center and read a book to introduce the topic.
Fifteen pastors attended that meeting and made commitments. Two dropped
out three days before the retreat and therefore were not replaced. Thus, 13 pastors
participated in the course. The sample was purposefully small because the researcher
wanted the course to prompt broad interaction and discussions among participants on
issues of servant leadership and on concerns about their personal lives and ministries.
The sample had an average of eight years in ministry as pastors and their
average age was 37 years. All participants were given a numeric identifier (NI),
which was written on all of their forms, surveys, evaluations, and books.
Data Collection Procedure
Pastors filled out a pastor diagnostic survey (PDS) (see Appendix 2) that
measured participants' pre-understanding of the role of leadership. Participants gave
the researcher a list of 10 to 15 of their church leaders and their telephone numbers
and allowed him to ask them to fill out another survey.
The researcher looked at the list and chose a sample of five persons to answer
the survey about their pastors. The researcher communicated that their pastors had
allowed him to make this contact, and explained the purpose of the study. They were
then invited to meet with him and fill out a survey at some key place close to their
homes. On the day of the appointment, the researcher asked them to fill out the
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church leader diagnostic survey (CLDS) after clarifying again the nature of the
program (see Appendix 3). Each church leader also received a numeric identifier.
Inside of each pastors' file were the forms filled out from their church leaders.
Pastors did not know which of those they nominated were the chosen church leaders.
Participants received a book to read before the beginning of the course and
made a commitment to read it. The chosen book was written by James C. Hunter
entitled in Brazil O Monge e o Executivo: Uma Histdria sobre a Essentia da
Lideranga (2004). In English it is entitled The Servant: A Simple Story About the True
Essence ofLeadership.
Instrumentation
There were three sets of data collected. The first set of data was obtained
during the course by observing and listening to the participants' oral reports and
conversations during each component of the course. The second set of data came
from a pastor diagnostic survey (PDS) completed first as pre-test before the course
started and then as post-test six months after the course ended. The third set of data
came from a different survey - Servant Leadership Course Evaluation (SLCE) (see
Appendix 12) completed as soon as the course ended designed to evaluate the course
itself. To evaluate the effectiveness of the course in producing shifts in leadership as
observed by their lay leaders a fourth set of data came from five key leaders in local
churches who were surveyed using another church leader diagnostic survey (CLDS).
All of the collected data were tallied and analyzed with reference to the theoretical
framework emerging from the review of literature.
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The surveys completed both by pastors and their leaders consisted of 20
statements to be evaluated using a Likert Scale in order to investigate the four main
emphases of the course described above. The statements were designed to be easily
understood by both pastors and leaders.
Data Analysis
The results were examined in light of the theoretical framework related to the
four emphases of servant leadership: focus, influence, character, and heart.
The process for consolidating the data consisted of the following:
1. As an observer, I looked for comments and testimonies that could measure the
impact of the course in the life of the participants and an ongoing change in
their ministries in their local churches.
2. To supplement this qualitative evaluation I examined the quantitative results
from surveys filled out before the course started and six months after the
course ended. I also compared additional written comments from the post-test
surveys with the comments from the surveys filled out before the course
started.
3. I looked for any shift addressed by the course objectives related to lives and
ministries, which would tell me whether the course was helpful for developing
servant leaders for the church.
Ethical Considerations
In developing this study, important ethical considerations were maintained.
These considerations directed the process of collecting, storing, and reporting the data
gathered from the research.
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All participants were required to make a commitment to do no harm.
Participants and the researcher committed to keep a high level of confidentiality for
any comments made during the program in order to protect all participants both
personally and professionally. I avoided any kind of written agreement believing it
could be an offence to those pastors who voluntarily came to participate in the
program. The researcher presented the study and its implications in such a way that
participants understood this. No false motivation guided this research. Participants
were aware that the program was designed to empower their field of leadership and to
help their ministry become healthier. The researcher disclosed that the material would
be published, but their names would never appear, in order to protect them and their
churches. Because the sample was small, I kept their names, gender, and marital
condition secret in order to maintain confidentiality and not disclose any comment
from the reports. This gave a sense of intimacy and helped participants to open their
hearts during the course.
Every participant knew in advance that the bishop and district superintendents
authorized the researcher to build the course, apply it, and gather information from
lay leaders of the churches.
Participants agreed verbally that they were committed to stay in the retreat
center for five consecutive days and to fill out a survey both before and after the
course ended. They also agreed to fill out the course evaluation survey and give an
interview six months later to evaluate the effect of the course in producing a better
understanding and practice of servant leadership.
The researcher protected several aspects of confidentiality. The names of the
lay participants were kept secret to protect lay leaders from any retaliation due to
survey their responses. After finishing the study, all the original survey documents
were destroyed. Only the statistical findings of the final evaluation were kept to show
the general data.
Once the study was complete, the researcher committed to give a copy of the
results to participants and their top leaders, and if the study were published in a book,
each participant would receive a copy for their collection, along with a word of
appreciation for consenting to give their time to build this model of servant
leadership.
Theoretical Framework
The theoretical framework for this study primarily comes from two sources:
(1) Servant Leadership Theory and (2) Adult Education Theory with special reference
to experiential learning and andragogy.
The foundation for servant leadership theory is obtained from several writers
but with special attention to Robert Greenleaf s work. The central idea of servant
leadership theory is that "the servant-leader is servant first. It begins with the natural
feeling that one wants to serve, to serve first. Then conscious choice brings one to
aspire to lead. That person is sharply different from one who is leader first, perhaps
because of the need to assuage an unusual power drive or to acquire material
possessions" (Greenleaf 1977:13). At the core of the servant leader actions is a desire
for finding ways to serve others and help them grow healthier.
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The theory related to servant leadership is vast describing many characteristics
and emphases, but in this study I focus on four that are somewhat related directly to
some problems that Brazilian Christian leaders are facing. They are (1) the focus of
the servant leader, (2) the influence of the servant leader, (3) the character of the
servant leader, and (4) the heart of the servant leader. I propose that people being
exposed to these four emphases will experience a significant shift in their
perspectives of leading and changing lives.
The second important element of this theoretical framework is adult education
theory. My increased understanding and appreciation of andragogy helped build the
course designed for pastors. The main emphasis of this theory deals with how most
adults learn. It supports the idea that adults learn differently from children. Adults
learn by experience. Adults usually have accumulated experience in life and they
learn better when they can link their experiences from the past with the new lessons
that are being presented.
For this purpose, I found three components that helped participants of the
course interact with the abstract subjects in a meaningful way. In the design of the
course presented in Chapter 3 I describe the components and how I used them to
improve the knowledge of the participants related to the issue of servant leadership.
A Summary
This chapter began with a personal turning point that shed light on the
author's interest in this subject. In the background to the problem the researcher
presented the astonishing growth of the church ofBrazil and some observations about
this growth. This background led to the statement of the problem along with research
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questions, definition of terms, and delimitations and significance of the study. A
presentation of the research methodology followed, along with ethical considerations
and the theoretical framework for the study. The next chapter presents the literature
review that served as base to the theoretical framework and led to the design of the
course specially tailored for pastors.
The purpose of the designed course was to provide the participants with a
biblical understanding of the servant leadership model, and to evaluate the degree to
which this exposure would lead to changed behaviors using pretest and post-test
questionnaires. In more biblical language, the goal was to enable these modern
disciples of Jesus to experience the blessing he promised after washing their feet:
"Now that you know these things, you will be blessed if you do them" (John 13:17).
CHAPTER 2
REVIEW OF THE LITERATURE
Introduction to the Chapter
The literature on the general field of "leadership" is expansive. This chapter
offers an overview of the relevant literature needed to design a servant leadership
course for Methodist pastors in Brazil. First, it examines the Brazilian leadership
context that serves as background to understanding Brazilians' behavior and how
Brazilian leadership should deal with people. Second, it gives an exposition of topics
on leadership and on servant leadership that helped with the formulation of the
teachings of the course. Third, it looks at the literature informing the four main
emphases determined to be critical for the course. Fourth, it explores briefly the
Andragogical Model of learning, which helped develop the adopted methodologies
employed during the course to involve participants in a mutual learning and teaching
experience. Finally, it presents the design framework of the study that helped to
understand the flowing of the course.
A Personal Remark
The researcher's purpose from the beginning of this study was not to examine
the topic of leadership from a sociological or anthropologic point of view, but from a
phenomenological one. The goal was not to discover all the various roots of Brazilian
styles of leadership, but only to better understand Christian leadership in relation to
both cultural and biblical teachings.
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This study is not an isolated study from other authors writing on the topic of
leadership or Brazilian leadership, but hopefully it will make its own contribution.
The literature uniquely focused on Christian leadership in Brazil is small,
which made the study difficult from the beginning. Therefore, many insights emerged
from the researcher's personal experience in training and developing the laity and his
observation of the leadership phenomena for more than 25 years ofministry. Seeking
to become a better servant leader himself, he has sought to find models and insights
from leaders that look like Jesus and inspire others to become better leaders for the
church in Brazil.
The Brazilian Leadership Context
Contemporary evangelical leaders in Brazil are influenced by multiple
cultural, social, and historical patterns. Examining these patterns helps clarify the
complexity ofbeing a Christian leader in Brazil.
The Influence of the Cultural Pattern
When someone asks a sociologist or anthropologist in Brazil, "What is
Brazilian culture?" the answer is usually: "Which Brazil?" Commonly they say that
there are several Brasis (Brazils) because of the regional cultures. Depending on
where you are, the food, expressions, and customs can be very different. Brazil is a
"symphony of several Brasis.
"10 This phrase refers to the harmony and symbiotic
mixing of different cultures to make something new and beautiful.
10 Brazil can be described as being comprised of the Crioulo, Caboclo, Sertanejo, and
Sulino (Brasis). Crioulo Brazil refers to the Africans brought to serve as slaves in the
sugar plantations. Caboclo Brazil refers to the native Indians. The Portuguese
compelled them to leave their homes in order to extract and manufacture rubber along
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Brazilian Melting Pot
What is surprising is that all the different groups have adopted the Brazilian
way, conformed to it, and contributed to making it a new people from different
cultures. This fact created a kind of Brazilian melting pot. The phenomenon differs in
part from the immigration that occurred in the United States, for instance. From the
researcher's point of view, while in the United States most immigrants maintain some
aspects of their cultural heritage; in Brazil they lose their own heritage and absorb
parts of others. This happens with the Blacks, the Europeans, the Orientals and the
Indians. For instance, in the state of Sao Paulo there are more than two million
Japanese Brazilians, but most of them do not speak Japanese at all.
Brazilians learned how to integrate Indians, Africans, and Whites in a
relatively homogeneous and almost unique enterprise. This mixing caused an
extensive cross-cultural process of value permeation and is responsible for the
flexibility and open-mindedness of the Brazilian people. The mixing of racial groups
was a legacy from the Portuguese. Gilberto Freire, a sociologist and educator, cites
Pedro de Couto who confesses: "I am of Portuguese descent on both sides, but I am
the Amazon. According to Ribeiro, "Today they form the majority of people living in
the North of Brazil" (Riberio 1995:312). Next, Sertanejo Brazil refers to the people
born in the sertoes of the Northeast region ofBrazil. Sertoes are areas greatly affected
by drought. Sertanejos live raising cattle for owners of huge ranches. They are
partially of a mixing ofnative Indians and whites. In periods of long drought
Sertanejos migrate to the urban centers searching for jobs. Because they lack formal
education, they cannot compete for jobs in these centers and they struggle to survive
on whatever income they can obtain. As a result, most of them live in slums and
many of their children do not have access to school and must help support the family
as beggars. Finally, Sulinos Brazil is characterized by people ofWest-European, and
Asian ancestory who came to Brazil soon after the independence of Brazil and also
after the first and second World Wars. The South of Brazil is also noted for the
mixing ofBrazilians with other southern Latin Americans such as Argentinians,
Paraguayasn and Bolivians. (Ribeiro 1995:274)
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convinced that I am ofmixed blood because the Portuguese are the most racially
heterogeneous of all European peoples" (Freire 1986:206). "The Negro has had a
valuable place in that mixture; so have the Italians, the Spanish, and the French"
(1986:207). An overview of this uniqueness and flexibility deserves special attention.
Brazilian Distinctiveness
Various languages, including Portuguese and native languages and those of
diverse ethnic groups, contributed to making Brazil a unique country in South
America. This distinctiveness, together with the tendency of the Brazilian people to
live along the coast, has isolated Brazil from the rest of South America for hundreds
of years. However, once world globalization reached South America, the whole
continent started experiencing a closer relationship in economic, social and political
issues.
What are the distinctive ofBrazilian culture that appear to be significant for
this study on Brazilian leadership?
Brazilians "make a way." Brazilians call this phenomenon jeitinho.1'1 This
refers to a special effort to do something for oneself or another person, granting
favors, or consenting to something illegal, closing one's eyes to the law. Jeitinho is
the special means used to work through a difficult or illegal situation in a quick and
efficient way. "It must produce the desired results no matter if it is a definitive or
temporary solution, legal or illegal situation, and an ethical or non-ethical issue"
11 In Portuguese when one employs at the end of the word the expression inho, which
means little. For instance, the word carro (car). If one wants to say a little car, one
must say carrinho. Here we have jeitinho, which means a littley'ez'fo.
29
(Rega 2001 : 12). For this reason, people often wonder how one can be a businessman
in Brazil and a real Christian at the same time.
Legality is a relative matter for most Brazilians, and what is ethical can
always be negotiable. People who live in today's Brazil need to be flexible and
creative to overcome the obstacles of day-by-day living. To explain this flexibility
and creativity Brazilians are described in the metaphor of samba. "When dancing
samba one moves in small, controlled steps in a circular pattern while holding the
upper torso still" (Gannon 2001 :1 15). "Accomplishing a task in the face of the huge
amount of bureaucracy found in this country is literally done through the art of
dancing around things, as the metaphor of the samba suggests. This art dates back to
the founding of the country" (2001:121). Samba typifies the Brazilian ability to get
things done by circumventing rules and obstacles. By circumventing barriers,
Brazilians have found their own way of getting things done -jeitinho.
Perhaps this behavior can be attributed to a long-standing need for survival.
"Many of the original Portuguese were underdogs, bandits who were suddenly given
land and titles. The behavior of these people who were now in high places remained
entrenched in what they knew best - how to survive on the streets" (Krich, in Gannon
2001:122). Thus, the jeitinho attitude creates habits, influences Brazilian decisions,
and becomes an interior law that governs the people's decisions.
This influence can be positive or negative. The Brazilian, jeitinho can
influence habits positively when it promotes a mutual force to help others or shows a
singular, imaginative, or creative way to solve problems for a friend. For instance, a
physician will attend to a petition from a friend who requests surgery for one of his
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parents who cannot pay for it. The physician often will find a way, even though he or
she is only an employee of the hospital. The physician will talk with the boss at the
hospital, and the boss will usually consent to the petition of the physician.
The negative side ofjeitinho is seen when someone circumvents the normal
law by finding an illicit way to solve a problem by taking advantage of others.
"Many Brazilians are natural transgressors in contraband traffic, with a kilogram of
only 900 grams, a meter of only 90 centimeters, and other measures of falsification,
impunity, and informal economy" (Rega 2001:106).
The development of an informal economy (the production of services and
goods without payment of tax) in Brazil amounts to an estimated 40 percent to 50
percent of its GNP, which means an amount ofUS$176 billion annually (2001:1 14).
Such an informal economy is common in several Latin American countries as well.
Several years ago, the Brazilian magazine Veja (To See) reported research that 30
million Brazilians were working in the informal economy, producing the amount of
US$200 billion a year (Veja September 6, 1995). This informal economy certainly
results in tragic consequences for the formal economy. Perhaps Nelson Barrizzelli, a
professor of economics and business at Sao Paulo University, is correct when he says,
"If it were not this way, Brazil could have collapsed" (Folha de Sao Paulo, 04/06/89,
caderno d' p.23). The reason for this statement seems to be that there are not formal
jobs for everybody and the taxes are high for any small business to survive at the
beginning. Ed Rene Kivits, a professor at the Sao Paulo Baptist Seminary, raises
several questions regarding Rega's presentation concerning Brazilianjeitinho. His
questions are those that circulate in most Brazilian minds. Kivits inquires:
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Do you believe that submission to a formal economy that only benefits half a
dozen in the market is more correct than bringing in a little contraband? Do
you believe that obeying the policy of a public hospital is more correct than
making a payoff so a surgeon operates on your son? Do you believe that
firing 400 employees is more right than finding ways for not paying tax? Do
you believe that losing a job is more correct than lying for a physician's
affidavit? Do you believe that it is really wrong to buy a computer without a
receipt? (Kivits, in Rega 2001 :84)
If one operates in terms ofmost developed societies, the law is always
sovereign, at least in theory. But for those dealing with injustice, skirting the law is
always a temptation and becomes a difficult moral matter.
Leaders in churches of Brazil need flexibility in their day-by-day ministry.
For instance, a widower in the church of this researcher's friend knew a widow. He
wanted to marry her, but she had a moral situation to deal with. In Brazilian law, if a
widow marries another man, she loses the social security from her previous husband.
Therefore she struggled with questions of finance. The widower was poor and
couldn't help her pay her bills. Moreover, in the Methodist church there is a law that
she cannot participate in communion if cohabiting without being married. How did
the researcher's friend solve the problem? He broke the Brazilian Methodist law by
giving her communion and starting the process to a better moral situation. Acting like
this, he has married other couples, including those that lived together for a long time
without a formal ceremony in the church.
Meaning of servant and servente. The concepts of servant and leader need to
be examined through the lenses ofhistorical and cultural roots. The history of Brazil
shows that the Portuguese left behind a worldview that sees servant and leader as two
entirely separate roles.
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When the word "servant" comes to a Brazilian ear, it brings two different
translations: servo and servente. The Michaelis: Modern Dictionary of Portuguese
Language (www.uol.com.br/michaelis) gives the following etymology to the words
servo and servente. Servo brings the idea of a slave working in the sugar cane
plantations. Servo is one who belongs to someone else; that person has no liberty; he
or she cannot express their own will, thought, and acts. This idea is out there in
Brazilian consciousness. The word servente means someone who does secondary
tasks, often someone with inferior formal education. To the Brazilian view, serventes
are maids, cleaners, manual laborers, and people who perform other functions done
by unskilled people. The role ofservante is so strong in Rio de Janeiro that the
majority ofmiddle and upper class homes include a small room and bathroom close
to the kitchen. In that room lives the servente to take care of every "inferior task,"
such as cleaning the house, cooking and serving the food, washing the dishes, ironing
the clothes, and babysitting their children. Serventes are available all day to serve the
family, thus perpetuating the Portuguese practices. The slavery of Africans and
Indians during the colonization period helped to solidify these habits and patterns of
having somebody do things for others.
These two concepts together create a struggle for Brazilians to understand the
role of a leader as a servant. Certainly, it is true in other countries as well, specially in
countries with predominant authoritarian leadership style. The concept doesn't make
any sense. Therefore, even though new paradigms are being introduced every day in
life, the researcher needs to have this cultural perception of servant in mind when
thinking in terms of servant-leader.
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Priority of relationships. The third distinctive ofBrazilian culture is that of
relationships. Brazilians are people who love interpersonal relationships. This concept
exemplifies the thesis ofpolychromic people in contrast with monochromic people in
which monochromic people are accustomed to short-term relationships while
polychromic people have a strong tendency to build lifetime relationships (Hall
1990:15). In fact "the interpersonal action is the chain linking Brazilian culture"
(Rega 2001 :34). If one rides on a bus for an hour with a Brazilian, one may make a
new friend by the end of the trip. Relationships in Brazil mean bridges for almost
everything. If a friend has a problem a Brazilian hardly ever says, "I am sorry, I
cannot help you." From the Brazilian point of view, between the impersonal law that
says "you cannot" and a close friend who says "I need," a Brazilian will attend the
friend and will find a way to work outside the law. This perhaps illustrates why most
Brazilians value people more than institutions and explains why they vote for
particular people instead of a political party.
Phyllis Harrison, researching the issue of "British time," felt that people from
cultures oriented by schedule feel frustrated with the Brazilian lack of concern about
scheduling. They interpret this lack of concern as a lack of interest in themselves, a
kind of indifference toward "getting things done." On the other hand, she found that
"Brazilians, too, are frustrated by the situation, and do not understand why other
people can place more importance on an abstract schedule than on human beings with
human needs that may not meet the constraints of that schedule" (1983:14). Martin J.
Gannon summarizes the impressions ofmany with regards to Brazil. Researching
global cultures, he says, "Whereas some outsiders may view Brazil's emphasis on
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humanity in a positive way, others see it otherwise, as demonstrated by the French
president, Charles de Gaulle, when he said, 'This is not a serious country!'"
(2001 :124). Perhaps the friendly and casual way of Brazilian life and its appraisal of
personal relationships comprise Brazil's greatest legacy. "The Brazilian contribution
to civilization will be cordiality. We will give a cordial man to the world" (Holanda
1978:101-112).
The importance of relationships in Brazil is seen also in doing business.
Gannon advises American managers attempting to do business with Brazilians that
they must be aware that "meetings will not always start or finish on time, that agendas
may not be followed, and that requests may not be granted right away" (2001:126).
To be effective in doing business in Brazil, Gannon tells Americans to socialize with
them. He adds,
Brazilians do not feel that life is all work and no play. The lunch setting
is the typical Brazilian businessperson's escape from an often frustrating
work environment. So, when attending a business lunch with a
Brazilian, accept small talk and non-business-related conversations. The
manager should also be open to spontaneous questions about his or her
hobbies and family; the business lunch in Brazil is not an opportunity to
talk about the bottom line. The Brazilians take their meal times very
seriously and cherish the chance to get away from business issues.
Typical Brazilian lunches in Brazil can last anywhere from 1 54 to 3
hours. For Americans hoping to form alliances in Brazil, it is important
to recognize and respect this need to escape as part of the Brazilian
culture. (2001:127)
The researcher disagrees with Gannon in the sense that this is not just a
need to escape; it's an essential for sociability.
Relationships as bridges. Brazilians know that relationships affect everything
and usually serve as a bridge for friendship. Brazilians feel a special pleasure in
inviting others to meals. Some of these meals may take three to four hours to cook.
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Meals are seen as special moments to nurture friendship. Meals satisfy physiological
needs, but they also bridge relationships, reinforce friendships, and offer great
moments of pleasure.
In the Portuguese language there are two words for "food." The first word is
alimento. The second is comida. Alimento is everything that one eats to maintain life,
while comida is everything one eats related to pleasure. Alimento is something one
eats but needs encouragement to do so. Parents usually say, "Eat this. This will make
you strong!" On the other hand, comida is that thing that should be seen and relished.
In Brazil, people do not say, "It is time to eat." Rather, "it is time for comida." When
someone says, "The comida is on the table," it means that it is time to stay together
for something pleasurable (Da Matta 1984: 55-56). Church leaders of Brazil must be
prepared to receive a lot of invitations to members' homes for dinner or a cup of
coffee. This becomes the most effective arena where pastors can influence families
and build relationships.
Social/Historical Patterns
A first social -historical pattern is the legacy of Portuguese governing. Public
authorities in Brazil who deal with people's needs reflect a legacy received and
perpetuated since the coming of the Portuguese to Brazil. Raymundo Faoro describes
and analyses decisive historic awkwardness in the Portuguese and Brazilian
leadership such as in the imperial era. The Portuguese monarchy profoundly shaped
the way Brazilians lead people in ways different from the colonial governing of other
European nations (Faoro 1957:4). Some of the historical issues and events will help
explain this influence.
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The patrimony of the kings in Portugal, greater than that of the clergy, and
three times the size of the nobles, was enough to sustain its warriors, the monarchic
delegates, and servants spread throughout the empire. Over all, it allowed them to
give large rural areas to private landowners in recompense for the services done for
the court. The Latin American Spanish title for these owners of land was caudillos; in
Brazil they were called colonels (Faoro 1957:4). The difference between caudillo and
colonel is that while the former stands through his charisma to become liberator, the
latter stands through force and fear. Today, colonels wear different clothes. They buy
radio and television stations, newspapers, and other media communication tools to
maintain their influence so they may keep the poor always poor and control the
masses. The power of being in control over everything is still there, but it is in
conflict with a new emerging paradigm of leadership.
After five decades of authoritarian leadership including dictatorships and
military regimes, Fernando Collor de Melo was elected president of Brazil. Brazil
was devastated by an economic crisis with a monthly inflation rate over 30 percent.
At that time, President Collor de Mello won the elections against Luiz Inacio Lula da
Silva. He assumed the position and started a process of saving the economy. His first
economic strategy was to retain people's money in the banks; nobody could withdraw
it. After three days, he let people take only a little cash. In addition, he prosecuted
corrupters, including those in the government, in an attempt to clean up the political
authorities. Like President Nixon in the United States, Collor in a few months was
caught in several corrupt involvements that culminated with the first presidential
impeachment in all Brazilian history.
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The impeachment ofPresident Collor may show three things: First, it may
reveal that people were looking for changes and a strong democracy. Second, perhaps
people were searching for a new leadership style that demonstrates not only strong
decision- making, but also leadership that shows transparency, loyalty, humanity, and
justice. Third, it seems that people are looking for participative and humble leaders.
The current president ofBrazil, Luis Inacio Lula da Silva is a poor person. He does
not have much formal education but is a people-oriented person, one who understands
people and their feelings. It seems that there is still a place for a style of leader that
Phillip V. Lewis calls a benevolent autocrat. "A benevolent autocrat is a leader who,
with love or concern and respect, uses autocratic behaviors in situations where they
are needed." Nehemiah from the Bible is an example of it. "However, the benevolent
autocrat does this in an effective way, knowing what must be accomplished, but
without creating resentment" (Lewis 1996:64).
Leadership in Focus
Perhaps one of the most popular topics in all business in the United States
literature is leadership. Even when the topic isn't specifically leadership, but
something else, such as managing diversity, managing change, total quality, or
strategy, a sizable portion of the narrative comes down to how and why people
effectively lead a particular effort under discussion or why they failed to do so. The
need for leadership is not only necessary for commercial enterprises, but for non
profit organizations such as the church. Every area of the church usually succeeds or
fails according to the leadership given. As Dale Galloway, former dean ofAsbury
Theological Seminary's Beeson International Center ofPreaching and Church
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Leadership, said in his class ofAdvanced Leadership in March of 2001, "Everything
starts with leadership." The researcher has thought about this pronouncement and has
added that among believers, everything should start with "servant leadership." It is
not only a matter ofmaking leaders, but making competent, passionate, and visionary
pioneer Christian leaders for the world.
Literature on leadership is vast in the United States, but in Brazil this field still
is largely untapped and in need ofmuch improvement. Attempting to find relevant
and contextually appropriate resources by Brazilian writers on leadership, the
researcher experienced a great deal of disappointment. For instance, the researcher
looked in the Liwaria Saraiva (Saraiva Bookstore), the biggest bookstore in Rio de
Janeiro. There were 126 books on leadership issues ofwhich 114 were written by
English writers and only 12 by Brazilian authors. Under the topic ofmanagement, 95
books were found ofwhich 48 were translations from English and 47 were
contributions by Brazilian authors. In addition, the researcher looked at Editora
Mundo Cristao (Christian World Bookstore) which is one of biggest Christian
bookstores in Brazil. This bookstore is related to some organizations such as ABU
(Biblical University Covenant) and SEPAL. These two Christian organizations have
produced significant resources for pastors that are offered through this bookstore.
Forty- two books on leadership were located ofwhich 41 were translations from
English while only one was written by a Brazilian writer. Two other books by
Brazilians were also found on the topic, but they did not show up directly when doing
a word search on "leadership." Unfortunately, therefore, the literature review is
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largely influenced by materials that may still reflect the cultural dynamics ofNorth
America rather than the unique context of Brazil.
What follows in this review examines three dimensions: (1) a biblical view of
leadership; (2) some of the formative secular literature related to the larger field of
leadership; and (3) the special literature on servant leadership.
A Biblical View of Leadership
Before exploring the meaning of leadership and its function in the secular
world, and presenting a model of leadership appropriate for any Christian leader, I
examine in this section a foundation for leadership as found in Scripture. What does
God expect from Christian leaders in every context? What are God's main
expectations for leading people in this world? What Old Testament and New
Testament challenges confront Brazilian pastors concerning their leadership
behavior? The main qualities expected of leaders that emerge from Scripture are a
leader's priority, faithfulness, obedience, and purpose. Even though I recognize that
God expects every Christian to value and live according to these four guidelines, I
also believe that God has a special calling for some to be leaders, and for them the
stakes are higher and expectations greater.
Priority
First of all, God expects that his leaders know how to set priorities. For God's
people the ultimate priority must be on God. It is God whom we serve, and God is
above all others. The true Christian leadership priority is not on the unchurched or on
God's people, but on God himself. God gave the commandment to God's people
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through Moses saying, "I am the Lord your God, who brought you out of Egypt, out
of the land of slavery. You shall have no other gods before me" (Exodus 20:2,3).
When Shadrach, Meshach, and Abednego were called to worship
Nebuchadnezzar's gods, they refused and chose to worship God almighty.
Shadrach, Meshach, and Abednego replied to the king, 'O Nebuchadnezzar,
we do not need to defend ourself before you in this matter. Ifwe are thrown
into the blazing furnace, the God we serve is able to save us from it, and he
will rescue us from your hands, O king. But even if he does not, we want you
to know, O king, that we will not serve your gods or worship the image of
gold that you have set up. ((Daniel 3:16-18)
This kind of behavior is only lived by those who really have made God master
over all of their lives. In the New Testament we find the encounter of Jesus and the
rich young ruler. That man asked Jesus, "Good teacher, what must I do to inherit
eternal life?" Jesus replied, "Why do you call me good? No one is good - except God
alone" (Luke 18:18,19). The man did not recognize who was above all. When Jesus
instructed him to sell everything and give to the poor (22) he refused to accept God's
supremacy over his whole life, especially his wealth.
When Jesus taught on treasures in heaven he said, "No one can serve two
masters. Either he will hate the one and love the other, or he will be devoted to the
one and despise the other. You cannot serve God and Money" (Matthew 6:24).
Leaders always need to set priorities. In business, organizations, and in
churches, it is expected that leaders know their priorities. A priority is related to the
future. It is the seed from which the leader will harvest an abundant crop.
Some church leaders in Brazil have many priorities that compete with God.
For God to use these men and women as his leaders they must place God above their
success and their churches' success. The incidents presented as part of the
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background to this study involving Christian leaders manifesting wrong behaviors
serve as examples of how some leaders do not prioritize their highest commitment to
God alone.
Faithfulness
The free dictionary by Farlex defines faithfulness as "Adhering firmly and
devotedly, as to a person, cause, or idea; loyal.
(www.thefreedictionary.com/faithfulness). This leads to a consistent and ongoing
behavior of church leaders. For instance, Joshua served the Lord all his life and
expected to do so forever. He said to the people, ". . .But as for me and my household,
we will serve the Lord" (Joshua 24:14). Joshua's determination and faithfulness
restored Israel to God, and for generations they served the Lord (24:31).
The Bible reveals (even as do the lives of some church leaders today) that
some leaders that start well finish poorly. The lives of Saul, (I Samuel 15:1-31),
Sampson (Judges 13-16), Solomon (I King 1 1:33), Uziah (II Chronicles 26:16-19) set
examples of those who started well but abandoned God's guidance and law.
As in the Old Testament, the New Testament offers evidence of God's
command for people to be faithful until the end. It is not a matter of being faithful for
a few years, but being faithful until death. Jesus' words for the church of Smyrna
synthesize God's commands for all Christian and in especially to his leaders. He says,
"... Be faithful, even to the point of death, and I will give you the crown of life"
(Revelation 2:10, see also Paul to Timothy in II Timothy 4:6-8). This kind of fidelity
was the price even unto death that John Baptist had to pay before Herod (Matthew
14:1-12) and many others have paid throughout Christian history.
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The church of Brazil can be more biblical if leaders determine above all to
faithful more than successful. These two words are not necessarily in conflict, unless
pastors prefer success over being faithful to God.
Obedience
Obedience differs from faithfulness in the sense that faithfulness is directed to
God while obedience is the ability of responding positively to God's command. In
faithfulness to God Abraham became obedient and was ready to offer his son as a
sacrifice because God asked him to (Genesis 22: 1-19).
Obedience was what was lacking in king Saul. He tried to please God but he
could not because he was disobedient. He thought that he could impress God by
doing things for God and by offering sacrifice. But the Bible says that God rejected
his sacrifice saying, "... to obey is better than sacrifice..." (I Samuel 15:17-26).
In the Bible blessings and achievements are results related to obedience. God
expects obedience without reservation from every Christian leader. Obedience to God
is not a matter of one's cultural context. Any time that God asks a leader to do
something, the leader needs to show obedience if he/she wants to please God. Noah
(Genesis 6:9, 22; Hebrews 1 1 :7), Gideon (Judges 6:35-38), and Caleb (Deuteronomy
1 :36) are examples of leaders who were obedient under all the circumstances.
Obedience is also related to the ability of being submitted to God. It is more
than an external adherence to specific rules, but a heart submitted to God that follows
a desire to obey specific requirements. The leader's primary motive for obedience
should be the love ofGod and the desire to please the one we love. This was
described by Paul in his letter to the Romans as one part ofwhat was to be in
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accomplished through his ministry to the gentiles (Romans 15:18; 16:26), and Peter
speaks to the same expectation regarding the churches of dispersion (I Peter 1:2). All
believers, both Jews and gentiles, were called to be obedient to Jesus Christ.
Jesus revealed his ultimate example of obedience at the cross. He knew that he
was going to suffer, but he accepted that ultimate suffering because God willed it
(Matthew 26:29; Philippians 2:8). To serve the Lord implies sometimes incurring a
loss, but it is preferable to lose things in life than to abandon God's will (Matthew
4:19; 8:22; 9:9)
Purpose
Purpose is related to what a leader is called to accomplish. God calls his
church leaders to fulfill God's mission. Jesus came in accord with God's mission and
called the disciples to complete God's mission. The ultimate purpose for Jesus'
ministry was the world's salvation (Matthew 28:18-20). Therefore, the church's
"mission" is not ultimately something the church votes on, but rather our mission is
God's mission. The church is only a channel through which God accomplishes his
plan for the world. The church does the task that is assigned to it by God and belongs
to God. In this sense, it can be only choose to be obedient or disobedient to God's
purpose.
God always raises leaders from among a people to guide them for a special
purpose. He did this with Noah (Genesis 6:1 1-22), with Abraham (Genesis 12:1-9),
with Moses (Exodus 3:1-22), with Gideon (Judge 6:1 1-13), with Isaiah (Isaiah 6:1-8),
and so on. Always God called, sent and provided for the needs of these leaders so that
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they would fulfill God's purpose. God always uses his leaders to free people from
bondage, disease, and sin so that they may worship him.
This is the same thing God in Jesus did with Paul, Peter, John, and the other
disciples. Whenever God has something to do he will chose leaders from among his
people to accomplish his plan.
God's leaders have a deep sense ofmission that motivates them. When leaders
called by God understand this and make a place in their hearts to fulfill this calling,
God helps them achieve. Leaders of the church in Brazil must see the call to service
as God's calling them for something of ultimate value. Anything that obstructs this
vision of what is to be accomplished, must be removed so the mission can be reached.
Leadership in general and biblical leadership in particular lead to an
examination ofhow these two seem to be combined in unusual ways when informing
the nature of "servant leadership." This special description of leadership is what we
turn to next.
Secular Literature
This section of the literature review examines important sources that helped
build the theoretical framework for this study. Leadership theories and some key
aspects of leadership especially from what is usually considered "secular literature,"
are explored to better understand the emerging emphases related to servant
leadership.
Theories of Leadership
There are several major categories of leadership theory on the market. Special
attention will be given here to those related to the study. The first category is often
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called the Great Man Theories. Bass calls it personal theory. These personal theories
as described by Woods (1913), Galton (1869), and Wiggam (1931) see that who it is
the leadership of great men and women that shapes history. Without Moses, the Jews
would have remained in Egypt. Without Winston Churchill, the British would have
given up in 1940 (Bass 1990:37). Personal heroes such as Martin Luther King Jr.,
Thomas Jefferson, and John Kennedy are other examples of such leaders. The debate
that is always present is whether leaders are born or made.
The second category is referred to as Trait Theories. This category is based on
the premise, "If the leader is endowed with superior qualities that differentiate him
from his followers, it should be possible to identify these leaders" (Bass 1990:38).
Bass states:
Several related assumptions are still widely held: 1 ) Persons who
consistently lead effectively will possess certain traits. 2) Empirical
research should be able to relate leader traits to effectiveness. 3)
Predictions about who will be effective leaders can be done by
utilizing measures, which identify the traits in empirical research. 4)
Leadership training would be helpful for only those people with the
inherent leadership traits. (Bass 1981:43-45)
Before 1948, universal traits of leadership were emphasized. After that,
specific situation assessments took over, leading to Situational Theories. Hook
(1943), Mumford (1909), and Schneider (1937) suggest that "leadership is all a matter
of situational demands, that is, situation factors determine who will emerge as leader"
(Bass 1990:39). In short, situationalists see the emergence of a great leader as a result
of time, place, and circumstance. Great leaders are directed and controlled by the
environment.
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From the combination of these last two theories emerges the Personal-
Situational Theories that see a combination of such factors as fundamental to
effectiveness. This fourth category advocates that the situational paradigm alone is
insufficient. Looking at these combinations, there are many crises worldwide that
never find a leader to solve them. "The great man needs help and his or her talents
need to fit the situation." To illustrate, Bass cites Ulysses S. Grant who "was a
continuing failure in private life before his emergence as the Union's great military
commander, and he failed again as president" (Bass 1990:39).
The fifth major category is called Behavioral Theories. Bass calls them the
Humanistic Theories (Bass 1981:33; 1990:43). Grounded in American ideals of
democracy and individual freedoms, the theories ofMcGregor, Argyris, Likert, Blake
and Mouton, Maslow, and Hersey and Blanchard were concerned with the
development of the individual within an effective and cohesive organization. The
most representative theory for this study was TheoryXand Theory Y (Douglas
McGregor 1960, 1966). TheoryX is based on the assumption that people dislike to
work, prefer to be directed, avoid responsibility and are not self-motivated. This
theory encompasses the some aspects of authoritarian leadership discussed later in
this study. Theory Y is founded on the idea that people work hard if they understand
the goals. This theory assumes that people can direct their own behavior, are
responsible, and are self-motivated.
Theory Y, based on the assumption that people already possess
motivation and a desire for responsibility, attempts to arrange
organizational conditions in such a manner as to make it possible for
them to fulfill their needs while directing toward achieving
organizational objectives. (Bass 1990:42)
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Rensis Likert (1961, 1967) proposed a theory called System 4. This theory
seems to be an extension ofMcGregor's TheoryX and Theory Tinto four systems.
System 1 appears to be an extreme of TheoryXwith its emphasis on a rigid,
autocratic, and exploitative attitude over workers. System 2 represents a benevolent
autocracy or paternalism. System 3 is called consultative management in which
workers participate in the decision making process, but real power remains with
managers. Finally, System 4 is participative management in which workers have
crucial influence over decisions that affect them. In short, leadership in this theory is
"a relative process in that leaders must take into account the expectations, values, and
interpersonal skills of those with whom they are interacting. Leaders must present
behaviors and organizational process that the followers perceive to be supportive of
their efforts and of their sense of personal worth" (Bass 1990:43).
Credibility As the Foundation of Leadership
In September of 1995, the Walt Disney company produced a movie called The
Lion King. Mufasa, the lion king in that movie, had everything under his command.
Mufasa provided food for his family, maintained the lion son under his control, and
protected his kingdom against the attack of hyenas. The brother of this king desired to
occupy Mufasa' s position. Thus, he planned a trap to kill Mufasa so he could become
the new king. He succeeded in his plan, but what he did not expect was that the
position of kingship alone was insufficient to make him a king. He needed qualities
and skills to prevail over the day-by-day situations and inspire confidence in his
fellows. It follows that the influence of a leader grows or decreases according to the
credibility that he or she owns. Thus, what does credibility mean?
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James Kouzes and Barry Posner state, "Credibility is the foundation of
leadership" (2002:32). They did research to identify the characteristics of leaders that
people admire as their superiors, bosses or so. In the survey12, they asked people the
following question: "What values (personal traits or characteristics) do you look for
and admire in your superiors?"
Their findings identify 20 top characteristics. In their book Leadership
Challenge, they report and discuss their findings. They found that the majority of
people admire and willingly follow leaders who are: honest (88%), forward-looking
(71%), competent (66%), and inspiring (65%) (2002:25).
Additionally,
we conducted in-depth interviews with more than forty respected
leaders and asked them to comment as followers on the actions they
believed exemplified quality leadership. Through a series of
qualitative studies, we gained further insights into the leadership
actions that influence people's assessments of credibility. (1995:22)
Credible leaders usually are reliable people. Their commitment to truth,
justice, and loyalty make them trustworthy. This does not mean perfection, but a
learner attitude and a purposeful honesty. As a result, leaders are considerate leaders
of credibility and are admired by those who work with them.
12 The authors write, "We administered this questionnaire to over seventy-five
thousand people around the globe, and we update the findings continuously. We
distribute the checklist and ask respondents to select the seven qualities that they
'most look for and admire in a leader, someone whose direction they would willingly
follow.' We tell them that the key word in this question is willingly. What do they
expect from a leader they would follow not because they have to, but because they
want to? We often ask respondents to imagine they are electing a leadership council
of seven members and that there are twenty candidates in the running; these
candidates are ideal qualities, not specific individuals" (2002:24).
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In their preface to the book Credibility they say, "Credibility is about how
leaders earn the trust and confidence of their followers. It is about what people
demand of their leaders and the actions leaders must take in order to intensify their
followers' commitment to a common cause" (1995:xvii). What they found in their
observation of admired leadership qualities is that more than anything followers want
leaders who are credible. "Above all else, we must be able to believe in our leaders.
We must believe that their word can be trusted, that they'll do what they say, that
they're personally excited and enthusiastic about the direction in which we're headed,
and that they have the knowledge and skill to lead. Ifwe don't believe in the
messenger, we won't believe the message" (2002:33). Returning to the episode
involving the Brazilian apostle at the Miami airport and the federal agent at the port
of Rio de Janeiro, we may come to the conclusion that there is a kind of crisis of
credibility in some Brazilian Christian leaders.
Looking at the findings ofKouzes and Posner one sees that honesty is the
number one characteristic that people admire. Honesty along with integrity and trust
are the most essential qualities that shape the character of an exemplary leader. Later
in this chapter in the looking at literature on servant leadership, the concept of
character and example will be examined in more detail. This seems to be what the
church ofBrazil needs more of - exemplary leaders; leaders with a kind of character
that according to Kouzes and Posner "practice what they preach" (2002:37).
Values Driven Leadership
The single most important element of any corporation, congregation, or
denominational culture is the value system. Core values are today the foundation of
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many business; it is the reason why a person is doing something and the basis for
every successful ministry.
Values provide the non-negotiable boundaries that a leader should not
trespass. Christian leaders who have influenced generations of leaders for good had
clear and sublime values and lived to achieve them. Values affect the decision
making, risk-taking, goal-setting, problem-solving, and priority-making roles that
define the team-building, financial-managing, and resource-using aspects of a leader.
Every day, for each one who serves in a Christian organization, significant thought
involving one of these situations is called for. Only value-driven spiritual leadership
can succeed in aligning these situations with values of the kingdom, with biblical
references, and with the teachings of Jesus Christ. Values "foster strong feelings of
personal effectiveness, promote high level of company loyalty, facilitate consensus
about key organization goals and stakeholders, encourage ethical behavior, promote
strong norms about working hard and caring, and reduce levels of job stress and
tension" (Malphus 1996: 50, 51). From this perspective, shared values should be the
basis for all behavior, the reason for any dreams, and the motive of all actions of a
leader.
Leadership and Mission
The mission or purpose of any organization or church is what the organization
or church is supposed to be doing. Mission "is the umbrella over all the institution's
ministry activities" (Malphus 1997: 63). This means that the goals and activities
should fit comfortably under the overarching ministry mission. "If a goal or activity
doesn't fit under the mission, then either the mission isn't broad enough or the goal or
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activity isn't within the scope of the mission and should be discontinued" (1997: 63).
Carl Dudley, codirector of Faith Communities Today, cites the survey of 41
denominations and more than 1 ,300 congregations by the Hartford Institute for
Religion Research, saying that congregations with a clear sense of purpose feel vital
and alive. He reinforces that 85 percent of them constitute growing congregations
(Dudley 200 1 : 1 9). Our mission or purpose shapes our lives, and leaders play an
important role in this matter. Writing for the marketplace, Michael Gerber says, "I
believe it's true that the difference between great people and everyone else is that
great people create their lives actively, while everyone else is created by their lives,
passively waiting to see where life takes them next" (Gerber 1986: 85). To be a "great
person" should not be the main expectation for any leader, but to passively be
"everyone else" is a choice not available to leaders.
Recently leaders noticed the sense ofmission in their business. James C.
Collins and Jerry Porras studied 1 ,600 companies to find the successful habits of
visionary companies. There were companies that had profit as an end in itself, and
others that saw something else. In their book, Build to Last, they unfold their findings.
In his interview with William R. Hewlett, a cofounder of Hewlett-Packard Company,
Collins asked Hewlett what he "wanted to imprint in the minds of the new managers
being trained to a special program within the company." Hewlett replied, "I wanted
them to know why a company exists in the first place." He closed the conversation by
saying, "The real reason for our existence is that we provide something which is
unique [that makes a contribution]" (1994:58). Hewlett adds:
As I look back on my life's work, I'm probably most proud ofhaving helped
to create a company that by virtue of its values, practices, and success has had
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a tremendous impact on the way companies are managed around the world.
And I'm particularly proud that I'm leaving behind an ongoing organization
that can live on as a role model long after I'm gone. (1994:1)
Collins found that there is a myth that most successful companies exist first
and foremost to maximize profits. He adds, "visionary companies pursue a cluster of
objectives, of which making money is only one - and not necessarily the primary one.
Yes, they seek profits, but they are equally guided by a core ideology - core values
and sense of purpose beyond just making money" (1994:8).
Visionary Leadership
A vision or dream is one of several critical concepts that can have a great
impact in any organization, church, or parachurch ministry. Vision is where the leader
is going with his church or where the business leader is taking his/her organization. It
is one of the distinctive characteristics of the leader. Visionary leaders view the things
that are and see change, victory, a new world, in short, the positive good before it
actually comes into being. They are able to bring the future and the present together.
Leadership directed through vision creates focus, which "motivates ministry and
determines achievement" (Galloway 1999:12). The sad discovery is that "only two
percent of pastors can articulate a vision for their church. It is one of the reasons so
many pastors are ineffective; they don't know where they're going (Malphurs
1999:18). All pastors are supposed to have a vision for ministry.
Vision is a "clear, challenging picture of the future of the ministry, as you
believe that it can and must be" (Malphurs 1999:41). Obviously, there are visionaries
in the church, but they seldom demonstrate the altruism and idealism inherent in
successful leaders in the business world. Talking permissively about the business
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world, Bennis replies, "There was a time when CEOs were civic leaders and
corporate statesmen. Today, they have no interest in anything but their own bottom
lines" (Bennis 1999:29). Bennis is partially right in this statement. One could also
say that Christian leaders such as Dietrich Bonhoeffer, Martin Luther, Martin Luther
King Jr., John Wesley, and Hudson Taylor no longer exist. But, looking at several
missions today when we see people leaving their jobs to undertake noble causes in
Africa, the Middle East, and other parts of the world, it would be unfair to agree with
Bennis entirely.
Why is vision so important? There is a consensus among several writers of
leadership development issues that vision clarifies direction, promotes unity,
facilitates function, enhances leadership, prompts passion, fosters risk taking, offers
sustenance, creates energy, provides purpose, and motivates giving. If vision is so
important, how do successful leaders develop a sense of direction in their
organizations? Warren Bennis (1997: 88-93), and Kouzes and Posner (1 15-123)
concur with three sources from which to seek guidance - the past, the present, and
alternative future possibilities.
Finding the vision is like finding your voice, it is a process of self-exploration
and self-creation. It is an intuitive, emotional process. There's often no logic to it.
You just feel strongly about something and that sense, that intuition has yet to be fully
explained (Kouzes 1 1 5). First, "we construct the future by some kind of
extrapolation, in which the past is prologue, and the approach to the future is
backward-looking. When we gaze first into our past, we elongate our future." (119).
Therefore, most of the time the past has something to teach us about the future.
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Second, we construct the future by paying attention to our experiences.
Kouzes cites anthropologist Jennifer James who observed, "the core skill for
understanding the future is the willingness to see it - and see it in perspective" (121).
Learning even from our failures in the past provides lessons for today and gives us
experience to help see the future with possibilities.
Third, as we acquire experience, we must immerse ourselves in a future
possibility and make decisions toward that vision. Leaders of the church in Brazil
need a new vision. Why? First, because our leadership needs to become entirely
Christian and more biblically sound. This will guide us to a cooperative participation
in the kingdom of God rather than building our own kingdoms. Second, it is
important because of the demand for leaders to fulfill the great commission of the
Lord in light of the great commandment. Any church or Bible College training should
create a positive environment for the Holy Spirit to set the leaders' hearts on fire.
Contrasts in Leadership
To succeed in post-modemity, leaders should master several paradoxes in
their leadership. This requires a kind of double vision and asks leaders to move
beyond "either/or" to "both/and." Either/or thinking affirms that the leader must
choose one alternative over another. On the contrary, the thinking of both/and admits
a negotiation between two different possibilities. Collins and Porras call this the
"Tyranny of the OR." They say that The Tyranny of the OR pushes people to believe
that things must be either A OR B, but not both. It makes such proclamations as
you can have change OR stability; You can be conservative OR bold; You can
have low cost OR high quality; You can have creative autonomy OR
consistency and control; You can invest for the future OR do well in the short
term. . ..Instead of being oppressed by the tyranny of the OR, highly visionary
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companies liberate themselves with the Genius of the AND. For example:
purpose beyond profit AND pragmatic pursuit of profit; investment for the
long-term AND demands for short-term performance; ideological control
AND operational autonomy; and selection ofmanagers steeped in the core
AND selection ofmanagers that induce change. (Collins & Porras
1994:43,44)
H. Newton Maloney reinforces Collins & Porras' words and adds, "This may
be more true for religious groups" (Maloney 1998:8). In his Living with Paradox,
Maloney presents several paradoxes that religious people should face in these days.
He categorizes eight kinds of paradoxes. They are: the person/position paradox in
which a leader deals with being true to oneself and to congregational expectations;
the prophet, priest, and king paradox in which the leader may become confused in
which role he or she belongs; the timely and timeless paradox that guides application
of the Bible's eternal truths to the present circumstances; the for-profit and not-for-
profit paradox that stresses the need ofbalancing the books while serving a larger
purpose; the person and organization paradox in which the leader runs an efficient
organization in which people feel deeply recognized; the product andprocess
paradox in which leaders value the ends and means equally; and the mission and
maintenance paradox that moves the congregation toward achieving its goals while
fostering goodwill and group cohesion (Maloney 1998:1-1 1).
Looking at leaders in Evangelical churches, one realizes that managing
paradox is an essential task for success as a leader. Evangelical leaders should
understand this dynamic and interaction. For instance, church growth strategy should
conciliate with behavior development strategy; social concern should contemplate
evangelism and vice versa; leadership principles should dialogue with management
concerns.
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A number of leadership concepts seem to be in conflict today. For instance,
there is an illustration of how the "either/or" and the "both/and" create interesting
tensions. The first conflict is found in the categories of "secular" and "spiritual"
leadership. I usually assumed that a secular leader was one who was motivated by
ambition, profit, and power while spiritual leadership was motivated by an attitude of
serving people and glorifying God. Certainly, there are secular behaviors that should
be redeemed, but the church needs to learn that today secular leaders are behaving
differently.
A second potential conflict is found in the distinction between being a
manager and a leader. The role of the manager is essential in any organization, but it
is often overdone. In the bureaucratic extreme, so much managing is done that people
lose a sense of organization and individual purpose. Geoffrey M. Bellman, a national
consultant to corporations, says "One of the big adjustments of the nineties is to bring
managing back into balance with leading" (Bellman 1992: 15). The following figure
collects the thoughts of Bellman and Bennis (Bennis 1992:10) about some of the
differences between leading and managing. The secret for an effective ministry is to
be able to balance the two aspects. Looking at different sources, I have made a
synthesis of these two apparent oppositions. Table 2 shows some of the ways in
which they differ.
Table 1 - Managers' and Leaders' Points ofView
Managing is... Leading is...
Working with boundaries Expanding boundaries
Controlling resources Influencing others
Planning to reach goals Creating a vision of a possible future
Contracting how and when work will be done Committing to get the work done no matter
what
Emphasizing reason and logic supported by Emphasizing intuition and feelings supported
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intuition by reason
Deciding present actions based on the past and
precedent
Deciding present actions based on the
envisioned future
Waiting for all relevant data before deciding Pursuing enough data to decide now
Measuring performance against plans Assessing accomplishment against vision
Efficiency Effectiveness
Ability to do things right Ability to do the right thing
Administering Innovating
Copying Being Original
Focusing on systems and structure Focusing on people
Relying on control Inspiring trust
Short-range view Long-range perspective
Ask how and when Ask what and why
Having their eyes on the bottom line Having their eyes on the horizon
Imitating Originating
Accepting the status quo Challenging the status quo
Important for leading Important for managing
This study looks for an interaction between these apparently opposite forces.
The secular may learn from the spiritual and vice-versa. In the same way,
management and leadership roles are essential for effectiveness in any organization.
Transformational Leadership
Having referred to the contrasts between spiritual and secular leadership,
management and leadership, we come to the last complementary contrast -
transformational leadership and servant leadership.
Transformational Leadership, initiated by James MacGregor Burns (1978) and
Bernard M. Bass (1985), has become a very popular concept in recent years in the
contemporary leadership along with the concept of servant leadership, which Robert
Greanleaf formulated in 1977. Overall, these two concepts are quite complementary.
Gregory Stone, Robert F. Russell, and Kathleen Patterson from Regent University
perceive many similarities between these two concepts, but understand that the main
difference between them is a difference in the focus. In an article entitled
"Transformational versus Servant Leadership - A Difference in Leader Focus" (2003)
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they examine the theoretical framework, characteristics, and focus of both concepts to
determine the similarities and differences that exist between the two.
Their conclusion is that transformational leaders tend to focus more on
organizational objectives while servant leaders focus more on the people who are in
their organizations; but both concepts incorporate influence, vision, trust, respect,
credibility, risk-sharing or delegation, integrity, and modeling (2003:6).
Transformational leaders transform the personal values of followers to support the
vision and goals of the organization. Such leaders foster an environment where
relationships can be formed and establish an environment of trust in which visions
can be shared (Stone, Russell, and Patterson 2003:2). These leaders express
confidence in their followers, emphasize values with symbolic actions, lead by
example, and empower followers to achieve the vision (2003:4). A. Gregory Stone
says, "The extent to which the leader is able to shift the primary focus of his or her
leadership from the organization to the follower is the distinguishing factor in
determining whether the leader may be a transformational or servant leader" (Stone
2003:7).
Therefore, servant leaders usually do not have particular affinity for the
abstract corporation or organization; rather, they value the people who constitute the
organization. From this study, a new paradigm may raise in Brazil that can
profoundly influence historic churches, including the Methodist church of Brazil.
Servant Leadership Paths
With this background in mind this section examines the current literature on
servant leadership. All that has been examined to this point helped establish the
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foundation for the four main emphases of the course and thus constitute the
theological and theoretical framework of this study.
Servant leadership theory has developed over the last 20 years and appears in
several forms. Robert Greenleaf, James Hunter, and Kathleen Patterson (to name just
a few) all made contributions to the theory through their findings, concepts, and
proposed characteristics of servant leaders.
In the paradox mentioned above involving how secular leadership theory can
also shape Christian leaders, it was proposed that these are not conflictive, but
complementary. Looking at the literature on leadership by writers in the business
world, I realized that secular people are discovering the model of servant leadership
and multiple concepts that originally belonged to Christianity. For this reason, it is
difficult to separate much of secular servant leadership thinking from a Christian
servant leadership mindset. On the other hand, it would be difficult to argue that
servant leadership is completely described in Scripture, or that it is the only biblically
legitimate model. Rather, it is easy to observe that servant leadership is compatible
with and tends to reinforce key aspects ofbiblical images for those who lead the
Evangelical church.
As mentioned before, the literature ofBrazil is lacking in written resources on
servant leadership. The term "servant leader" is still seldom used or discussed. This
does not mean that there are not servant leaders, or that people in Brazil depreciate
the paradigm. James Hunter, a writer and speaker from the United States, was the first
to mention the topic in business circles in Brazil. He appeared on an important
interview show, something like the Larry King Show, to talk about his book and
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present the servant leadership model. Since then he has sold more than a million
copies of his best-sellering book. Aside from this, however, one sees only occasional
components of the servant leader concept appearing throughout the spiritual
leadership literature, and as an organized theory the expression "servant leader"
seldom appears.
Servant Leaders as People Oriented
Herman Hesse's Journey to the East tells a story of a band ofmen on a
mythical journey, which was probably also Hesse's journey. The central figure of the
story is Leo who accompanies the party as the servant that does their menial chores,
but who also sustains them with his spirit and his song. He is a person of
extraordinary presence. All goes well until Leo disappears. Then the group falls into
disarray and the journey is abandoned. They cannot make it without the servant Leo.
The narrator, one of the party, after some years ofwandering finds Leo and is taken
into the Order that had sponsored the journey. There he discovers that Leo, whom he
had known first as a servant, was in fact the titular head of the Order, its guiding
spirit, a great and noble leader (Hesse 1968).
The reading of this book inspired Robert Greenleaf, who is considered the
pioneer in articulating the view of servant leadership, and led him to write several
books on the subject. His work highlights ten characteristics of servant leadership: (1)
listening, (2) empathy, (3) healing, (4) awareness, (5) persuasion, (6)
conceptualization, (7) foresight, (8) stewardship, (9) commitment, and (10)
community building. The core of his thought is that great leaders are seen as servants
first.
61
A servant leader assumes a leadership style that develops the talents and skills
of others - but does not make them feel used and abused. The principles, theories, and
definitions that have been supported by Greenleaf, Spears, Foster, Rineart, and Covey
have all essentially resonated with a synonymous message - servant leadership is
about distancing oneself from using power, influence, and position to serve self, but
instead gravitates to a position where these instruments are used to empower, enable
and encourage those that are within one's circle of influence.
Servant leaders are leaders whose primary focus is on people and on serving
them. One ofbig differences between servant leaders and other leaders is how they
deal with people. While the former see people as an opportunity to serve, the latter
see people as a resource for propelling the leader higher within the church or
organization. Servant leaders are essentially people oriented. How do people-oriented
leaders function?
Solving problems. By being people oriented, servant leaders look for ways to
solve people's problems. As Dr. Burrell Dinkins13 once mentioned, "People are not
the problem. The problem is the problem. If you take the problem from people,
people will be okay." Solving problems is a central quality of a servant leader.
According to George Hunter, "Compassionate ministry to people's needs was at the
heart of eighteenth century Methodism" (Hunter 1987:131). Problems can in fact,
13 Dr. Burrell Dinkins is a former professor at Asbury Theological Seminary in the
area of Counseling. I learned from him in one of his lectures to pastors in Brazil in
August 2003 that "people are not the problem. The problem is the problem"
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make people more receptive14 to the gospel. Servant leaders do not think only about
people's problems, but about their development as well. They imagine how to make
their lives meaningful. This was Jesus' model of leadership and the model that is
found in every spiritual leader in history who succeeded in God's call. They care for
people. As Maxwell points out, "people do not care how much you know until they
know how much you care" (1993: 1 19).
In fact, the process ofhelping people to solve their problems is how leaders
earn authority today. Steven Goodwin reminds us that the vision Nehemiah had was
not to rebuild the walls of Jerusalem; that was his method. "The real vision in the
book ofNehemiah was God's vision to rebuild the people of God from a scattered
and oppressed people into a unified nation that feared and loved God" (Goodwin
1999:70). Leaders who are not interested in people and therefore solving their
problems may fail drastically in ministry.
Empowering followers. By being people oriented, servant leaders seek to
empower their followers. History reveals that great leaders reached goals through the
hands ofpeople they empowered. Nobody was more successful than Jesus and
perhaps nobody gave more importance to training leaders than he did.
The work and strategy of Jesus started with developing his followers into
leaders. For some scholars this is the major function of all leadership. This does not
mean picking young people to send off to Bible College or seminary, but rather
observing those God is selecting and processing, and then finding ways to enhance
14
George Hunter, professor ofChurch Growth and Evangelism at Asbury
Theological Seminary, presents 13 indicators for finding receptive people (Hunter
1987: 76-86). See Appendix 6.
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their development (Clinton 1988: 199). To select the correct people for a team has
become an essential task in any organization today and also in the church. Leaders do
not do anything alone in the church. They need a faithful team to reach a shared
vision. Running together toward a vision, leaders always can commit mistakes.
One of the qualities of servant leaders is the ability to learn. Servant leaders
are always learning. To learn is the ability to take advantage ofmistakes in a positive
way. All leaders concur and in special servant leaders that failure and mistakes is just
another way to see learning. Warren Bennis highlights how some leaders view
mistakes. One of them said, "A mistake is just another way of doing things." Another
said, "If I have an art form of leadership, it is to make as many mistakes as quickly as
I can in order to learn" (1985: 64).
The first step of Jesus' plan was to enlist men who could bear witness to his
life and carry on his work after he returned to the Father. It was not an easy task. He
needed to choose twelve leaders from among hundreds of candidates that included
scribes and Pharisees. Such a decision, according to the Bible, required that he spend
an entire night praying for those who would be his disciples. Certainly, ifwe were to
choose people for disciple training so they could transform the world, we might not
have chosen the ones he did. His choices lacked most of the qualifications that many
leaders today require for their staffs. But, Jesus prayed and God revealed to him those
who were the best options to turn the world upside down. The secret is that Jesus saw
the potential of those men with little evidence of its actualization. Jesus didn't see
their weaknesses, but envisioned what they could do if they were trained as his
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disciples. Unfortunately, many of those who recruit volunteers today focus on the job
they want done.
Empowerment is a special function of the servant leader. "There is no servant
leadership where there is no sharing ofpower" (Veronesi in Patterson 2003:7). By
empowering followers, servant leaders are allowing them freedom to proceed toward
their goals, helping them shape their dreams into reality. Empowerment is giving up
control and letting the followers take charge as needed (2003:8). The great
satisfaction of servant leaders comes from the growth of others who are willing to
hold themselves accountable for the results. Servant leaders see followers as partners
to be improved and become colleagues. Servant leaders emphasize empowerment
and this provokes fulfillment in the servants' hearts.
Multiplying themselves. Perhaps the most important task for a servant leader
in developing leaders is the responsibility to reproduce themselves. People usually
think that leadership is something that is inherent, rather than developed. Therefore,
many Christian leaders wait for leaders to show up and then be integrated into their
churches. But leaders usually don't show up. The best strategy is to develop leaders
by multiplying oneself. To multiply himselfwas one of Jesus' most important
legacies. Jesus died, but the hands of those whom Jesus developed continued his
work.
The strategy that Jesus used to transform the world was to develop disciples
and thereby multiply himself. Jesus didn't take his disciples to the school ofGamaliel
to give them a formal education but rather, lived among them to model the life of a
leader fully submissive to God and his will. In his Master Plan ofEvangelism, Robert
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Coleman observed that Jesus selected his disciples, stayed with them, required their
consecration, gave himself away to them, and showed them how to live. Jesus showed
his disciples how to pray, use scripture, and teach naturally and continually. Jesus
delegated work to them, instructed them in their tasks, taught them to follow his
method, and expected them to persevere through hardship. Finally, Coleman
comments, "Jesus expected them to reproduce" (1993:102). Jesus showed his concern
for people through his witness ofGod's love for them, the giving of the great
commission, and his direction to pray for harvesters.
Servant Leaders as Visionaries
Earlier we saw that one of the characteristics of leaders is that they have
vision. Usually, they know were they are going. However, servant leaders promote
shared vision. Vision is most often regarded as the organizational vision, or a vision
of the future destination of the organization. Kathleen Patterson15 indicates that the
servant leader's focus is on the individual member of the organization and the vision
component is about that member's future state. "The vision refers to the idea that the
leader looks forward and sees the person as a viable and worthy person and seeks to
assist each one in reaching that state" (Patterson 2003:4, 5). Servant leaders invest in
others so they can fulfill their dreams.
Servant leaders dream together and help the team to accomplish common
goals. Having a mission and a vision establishes direction, shapes the ministry, and
15 Kathleen Patterson received a best paper Award from the American Society for
Business and Behavioral Sciences, 10th Annual Conference, 2003, Las Vegas,
Nevada for her paper on the servant leadership model.
66
casts the form for its results. The desire, though, is to develop leaders who are
Christlike so that their visions with their people will be Godly visions.
Servant Leaders as Influencers
Perhaps the ability to influence people is one of the most important
characteristics of a servant leader. Influence is what leadership is about (Maxwell
1993:1). As a matter of fact, we influence people and are influenced all the time. No
one is excluded from being a leader or a follower once in a while. Actually, a good
leader should also be a good follower. When we preach, advise, and meet people, we
are influencing them. The issue is what kind of influence we exert over them. There
are leaders who influence negatively while others influence positively. So, this innate
influence makes us responsible for our acts because what we do and say may make
people alter their lives for better or worse. Some people influence by the power of
position; Jesus influenced his disciples by his service.
While everyone exerts influence to some degree, the influence of Christian
servant leaders is more pervasive because they influence God's people toward God's
purpose (Clinton 1998: 203). Here lies the power for getting persons to participate
(Overstreet, in Maxwell 1998:18), and indeed the central task of Christian leadership
is to influence God's people toward fulfilling God's purpose (1998: 203).
To grow in influence, it is necessary to understand the difference between
power and authority. The difference between these two terms is sometimes difficult to
grasp. "Power is the probability that one actor within a social relationship will be in a
position to carry out his own will despite resistance, regardless of the basis on which
this probability rests" (Weber 1947:152). According to James Hunter,
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power is the ability to make people do something even though they do not
want to do it. Authority is the ability to get people to do things with good will
just because of one's personal influence. Power can be sold and bought, given
and taken. People can get in a position of power because they are parents or
friends of someone or because of their heritage. This does not happen with
authority. Authority can't be bought, nor sold, nor given, nor taken. Authority
is about who you are as a person, your character, and the ability to influence
others. The basis for servant leadership is not power, but authority that comes
with love, dedication, and sacrifice. (2004: 6,7)
From this kind of authority one gains influence and it seems to be the
thermometer that measures authority.
Anyone can be in a position ofpower, but it does not mean having authority
over others. Or a person could have authority over others without having a position of
power. Authority was the dividing line between Jesus and other religious leaders in
the first century. Perhaps it is this kind of authority, coming through one who "walks
his talk," that is part of the church leadership vacuum in Brazil today. This is the
kind of authority that improves one's ability to influence others and helps ministry
succeed.
Servant leaders usually grow in influence not because of their power position,
but because of their service. As the ability to serve grows, influence grows. As
influence grows, authority grows as well.
Being encouragers. Brazil is a country where leaders often ignore the power
of being a motivator. Perhaps it shows evidence of insecurity. A servant leader can
improve the influence over any follower if he/she can improve the ability to motivate
him/her. Here may lie the key to success for many leaders including servant leaders.
Peter Drucker refers to this matter and cites a conversation that he had with
one of the successful developers of people that he knew. He omits the leader's name,
but says that the leader was a pastor of a large church. He reports that an amazing
number of first-rate leaders had come out of this church, and Drucker asked the pastor
to explain how his church had become the "breeding ground, the cradle of volunteer
leaders." Drucker says, "The pastor told me the church must provide four things to
young people who show up for services: 1) a mentor to guide him or her, 2) a teacher
to develop skills, 3) a judge to evaluate progress, and 4) an encourager to cheer them
on." He then was asked which of those four roles he took for himself, and the pastor
answered: "I am the encourager. Nobody else can really do that except the person at
the top. It's an urgently needed source of help to these young people because I want
people to make mistakes. They can't develop otherwise. So when they fall flat on
their faces, somebody has to pick them up and say, go on. That's my role" (Drucker
1992:148).
Leaders who encourage are willing to give another chance, because they know
that mistakes provide opportunities for learning. The fact is that accountability only
works effectively and efficiently when encouragement is in place. When leaders
decide to work as a team it is essential to motivate the team. Great visionary leaders
always recruit and motivate other people to accomplish the job.
Being need fulfillers. One of the remarkable characteristics found in servant
leaders is the way they approach the needs of people. Servant leaders know that these
actions influence people for their best. There is a popular phrase that says, "People
don't change behavior unless they feel the need for it." This principle can be applied
to situations in business, churches, and relationships. For business, "Leaders need to
be prepared for the task and the exigencies of the new 'customers.' The number one
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rule in business is that ifwe don't respond to the needs of our clients, somebody else
will" (Hunter 2004:35). It may not be best to think of either secular people or church
members as clients. But in a certain sense, ifChristian leaders today are not prepared
to build strong relationships and address people's needs, they will lose people to other
religions or causes. It is well known by business people that better service in any
business will produce more profits. The issue is not only service itself, but also the
quality of service, something often ignored by many churches.
Being examples. People usually are influenced by those who serve as their
examples. This is not only a matter of showing or teaching things, but a matter of
what people see. Perhaps this discrepancy between what the Pharisees taught and how
they behaved was the single biggest difference between them and Jesus. At the end of
the Sermon on the Mount, people were amazed at the words of Jesus because he
spoke as one who had authority instead of citing the authority of others. The
conclusion one finds is that they were saying the scribes have talked about the same
issues, but Jesus spoke for himself and God (Matthew 7:29).
Often preachers and evangelists of the gospel expect to multiply the number
of believers. This is a worthwhile challenge. But the main issue for Brazilians today is
not how many people know about Christianity, but how much people will reproduce
what Jesus was. I do not know any other religion where founders asked followers to
be like them. In other religions, people can be very different from their leaders.
People only need to obey a certain number of rules and that's it. Before Jesus, in the
Old Testament, people had the law to follow. But in Christianity people need to see
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Jesus as a model to follow. In the New Testament, the law is Jesus and his teaching.
He is the model of a lifestyle for everybody and the example of a Christian leader.
Servant Leaders as Character Developers
Character is a word that has been getting a lot of attention in recent years.
Most of the failures in Christian leaders come from failure of character. Perhaps
Warren Bennis is right when says that "Leadership is about character," and then,
"leadership is character in action" (Bennis 1985: ix). "Serious character flaws cannot
be ignored. They will eventually make a leader ineffective - every time. Character
flaws should not be confused with weakness. We all have weaknesses, but they can
be overcome through training or experience" (Maxwell 1995: 48). Character is what
we are in the shadows. It is related to the inner nature. Personality is a legacy
received genetically. Character is something we learn. Character is the moral maturity
that makes us to do right things even though the decision requires a high price. There
are many leaders that are able to be conquers in spiritual warfare, but are conquered
daily in the battle of their character.
In Patterson's article entitled "Servant Leadership - A Theoretical Model"
(2003) she concluded that Servant Leadership is a virtuous theory. By virtue she
referred to Whetstone (2001) who says that "virtue is a qualitative characteristic that
is part of one's character, something within a person that is internal, almost spiritual;
a characteristic that exemplifies human excellence" (J. Yu 1998:48,323).
Virtue comes from the Greek word arete, meaning excellence. Patterson refers
to Aristotle who affirms that virtue is defined as consisting of three elements: "(a)
good habits, (b) the middle ground between the extremes of too much and too little,
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and (c) a habit that is a firm and settled disposition toward choosing good" (2003:2).
Virtue theory addresses the idea of doing the right things with focus on moral
character. "Virtue does not answer the overall question of right or wrong, but rather,
it seeks to do the right thing in a particular situation (Kennedy 1995:10).
Servant leadership is about focus. The focus of the leader is on followers and
his/her behaviors and attitudes are congruent with followers' focus. From this
perspective, Patterson refers to servant leadership as having seven virtuous constructs
related to the follower: agape love, humble, altruistic, visionary, trustful,
empowerment, and service (Patterson 2003:2). Patterson's list concurs and completes
the Greanleaf 10 essential characteristics of a servant leader. Both Patterson and
Greenleaf s characteristics are valuable components for a course tailored for pastors.
Dealing with the dark side. "The dark side" means those behaviors within the
leader's life that nobody knows. It includes behaviors such as pride, selfishness,
wrong motives and so on. We know that in the dark there are seeds that will
sometime come up. They develop alone in life, and people avoid recognizing their
existence. James Hunter says, "Character is what one is in the dark" (2004:143).
Perhaps Warren Wiersbe is correct when says, "The person without integrity actually
thinks that the darkness is light!" (1988:23). He continues, "When hypocrisy (lying to
others) and duplicity (lying to oneself) start to take over, integrity gradually erodes
until it is finally destroyed. The result is always apostasy (making God a liar), and
gradually the light become darkness. And all this takes place while the person or the
ministry is maintaining what appears to be faithful with God" (1988:25). "When
Moses returned from the mountain, he started covering his face with amask so people
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would not see him because the glory of the Lord was with him. But when the glory
of the Lord left him, he continued using the mask. People usually use masks that do
not allow others to see what is true in their heart.
Battling for integrity. The qualities that make up character include honesty,
dependability, perseverance, conscientiousness, a strong work ethic, and integrity.
The issue of integrity deserves attention because leaders struggle with this quality in
Brazil. It seems that the Brazilian Evangelical church today has too many celebrities
and few servants. A great number of people with medals, but not character. "Integrity
is the foundation on which a leader will stand or fall" (Wiersbe 2000:18). Integrity
speaks of someone who is whole or complete. The word integrity has the same root
as integrated. An integrated life involves constant behavior in home, business, church,
and everywhere. Otherwise, people are wearing permanent masks.
Leaders of integrity aren't like a weather vane that changes direction with
every shift of the social winds. They are like a compass that is internally
magnetized so it always points true north regardless ofwhat's happening
around it. They are honest at work and at home. They keep promises even if
it means a financial loss. They speak well of their clients in their presence and
behind their backs. They don't treat their spouse with respect in public and
belittle them behind closed doors. Leaders of integrity don't switch masks to
win the favor of the audience to which they're playing. (Perkins 2000: 19)
There is a battle for integrity inside each one of us. Integrity is not what we
do. Rather, it is what we are. The benefit of integrity is trust. As trust grows, it
improves the influence on people for their good. Servant leaders know that they must
be trustworthy, so integrity must be part of their behavior. Growing in integrity, one
grows in character. To develop character and win those battles, leaders need to fight
against wrong values and practices over and over again until the right values begin to
become habits.
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Servant Leaders and the Heart
Even though secular servant leaders and Christian servant leaders are alike in
most of the concepts and behaviors, the heart of the Christian servant leader may be
slightly different. At the core of the Christian servant leader there is an expectation to
follow and emulate Jesus in his paths. What is the concept of servant as seen in Jesus
and how does it contribute to this study?
The attitude of serving aligns a person with Jesus' dominant human quality -
servanthood. Other leaders may influence people by position, status or knowledge,
Jesus chose to influence his disciples through the spirit of service. He set an example
of one who could be served but preferred to serve.
He set the example of servanthood by considering himself a servant, exalting
the condition of servant, and valuing those who were "nothing." Jesus assisted the
marginal people and dignified them. When Jesus was going to Jerusalem, he saw the
city and wept over it. Jesus never refused people, even those against whom the culture
discriminated. He talked to a woman (John 8), touched lepers (Luke 5:12-16), had
relationships with a tax collector (Luke 19:1-10), and visited the house of publicans
(Luke 8:9-14). He gave examples of his passion in parables of the prodigal son (Luke
15:1 1-32), the lost coin (Luke 15:8-10) and the lost sheep (Matthew 18:10-14).
Perhaps the utmost expression of service and love before the crucifixion itself
is noted when Jesus washed the feet of his disciples. When, Jesus finished washing
the feet of the disciples, Jesus asked an incredibly instructive question: "Do you
understand what I have done for you?" (John 13:12). Then, before they answered, He
said, "I have set you an example that you should do as I have done for you. I tell you
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the truth, no servant is greater than his master, nor is a messenger greater than the one
who sent him" (w. 15-16).
Obeying the call. Being a servant is not an attractive option. This was as true
in the Greco-Roman world as it is today. It is always a challenge to be a servant
leader in any part of the world, including in Brazil. What makes the big difference
between traditional leaders and Christian leaders is that Christian leaders are called to
be servants. This should be part of the Christian mission. Klyne Snodgrass says that
"from a biblical standpoint, the question is not whether one will have a master, but
which master one will serve. Both the Old Testament and the New Testament
underscore that the failure to serve God results in servitude to idols or sin
(Deuteronomy 30:15-20; Joshua 24:14-15; Romans 6:16; 2 Peter 2:19). To serve God
engages a person in service to humans" (1992:8). In the New Testament the
emphasis on servanthood is one ofmost steady and overarching components of the
Christian message.
The Gospels record six saying of Jesus in which he rejected this world's
understanding of greatness and called for servanthood (Matthew 20:20-20-28; 23:8-
11; Mark 9:35; 10:35-45; Luke 9:48; 22:24-27). To these, one should add the text that
shows Jesus washing the disciples' feet (John 13:3-15). Therefore, Jesus' life as a
servant is not to be viewed as exceptional, it is also the pattern for his followers. The
vision and mission of servant leaders is focused on a deep relationship with God, and
from this point emerges vision for people and their needs.
Being a humble heart. A servant leader is essentially humble. Humility is not
a weakness, but the ability not to over-value oneself. Humility "keeps one's
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accomplishments and talents in perspective, which includes self-acceptance, and
further includes not being self-focused but rather focused on others" (Patterson
2003:4). With this concept in mind, servant leaders are not arrogant and do not have
all the answers (2003:4). Pride centers on the promotion of self. Romans 12:3
mentions pride as thinking of yourself "more than highly than you ought." The Bible
has much to say about pride. "Pride only breeds quarrels;" it "goes before destruction
and a haughty spirit before a fall" (Proverbs 13:10; 16:18). Leaders dominated by
pride have a high need for power and control. The true essence of redemption is
humility (Philippians 2:5-9). Even though humility is a quality that should be seen in
servant leaders, pride has become the worst battle for them. Deep in the heart of a
servant leader is the feeling that he/she should be humble, but he/she needs to be
careful to not be proud of his/her humbleness.
Paving gladly the high cost. Servant leaders know that the primary reason for
leading is to serve, but service needs to pay a high price. It means that servant
leadership points to a radical behavior model.
Servant leadership is transcendental, not only because it is concerned with a
higher influence and a higher power, but also because it transcends self
interests in the service of others. To practice servant leadership, leaders need
to empty themselves of their pride, their selfishness and worldly aspirations.
In other words, acquiring attitudes and behaviors of humility is not enough.
Servant leadership demands the radical step of sacrificing self-interest and
dying with Christ on the cross. (Wong 2003:8)
To become a servant leader usually demands a high price. But there is no other option
if one wants to be like Jesus.
Showing a practical and loving heart. The actions of a servant leader show
agape love. Whether referring to business or the church, servant leaders have a loving
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commitment to those who are related to them. Love usually refers to a sentiment that
one feels for someone. Servant leaders in business or churches are not called to feel
something for their workers or members, but to do the best they can for their workers.
Love is not primarily a feeling. Rather, it is a choice and a decision. According to
James Hunter, "Love is what the love does" (1998:98). Jesus did not show love only
because of what he said, but by what he did for us.
Leaders show this love first by being interested in the followers' lives, second
in the talents of the employees or members, and last in how they benefit the
organization or church. "Servant leaders usually show more care for the people than
the organization's bottom line, are genuine and real without pretense, show
appreciation, celebrate milestones, are sympathetic, listen actively, communicate and
are empathetic" (Patterson 2003:3).
One ofmore difficult words to convey to business people is telling them that
they must love their workers. In discussing I Corinthians 13: 4-8, James Hunter
compares love with the qualities of a leader. Table 2 shows a comparison of the
Apostle Paul, James Hunter, and the researcher's understanding of the biblical text.
Table 2 � Comparative Insights from I Corinthians 13:4-8
PAUL'S
DISCRETION OF LOVE
HUNTER'S MEANING
FOR LEADERSHIP
RESEARCHER'S
MEANING FOR
LEADERSHIP
Patient Show self-control Ability to wait for the correct
time
Kind Give attention,
appreciation, and incentive
Ability to express practical
love
Not envious Ability to value one's own
weaknesses and strengths
Not proud Be authentic without
arrogance
Ability to have the right self
evaluation
Not boastful Ability to speak without
excessive pride about oneself
Not rude Treat others as important Ability to be respectful
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people
Not self-seeking Satisfy the other's needs Ability to meet people's
needs
Not easily angered Give up resentment Ability to forgive
Keep no records ofwrongs Ability to give people a
second chance
Does not delight in evil Ability to seek spiritual
maturity and justice
Rejoices with truth Be free from lies Ability to be always
confident
Always protects Ability to die for one's
followers
Always trusts Be reliable Ability to believe in people
and empower them
Always hopes Ability to see tomorrow as a
great possibility
Always perseveres Ability to always try again
Never fails Ability to always learn
Usually, people describe the Apostle Paul as a choleric leader. Here, Hunter
shows a different aspect of Paul's leadership. Even though Hunter does not discuss all
of Paul's descriptions of love, he gives significant insights for those mentioned above.
Dealing with the real power. There are several biblical texts oriented to
servant leadership principles. This source serves as a theological framework for
biblical passages dealing with servant leadership principles. Among them are the
parallel versions ofMatthew 20:20-28 and Mark 10:35-45. In spite of some variation
between these passages, the material relating to servant leadership is essentially the
same.
These two Bible texts are addressed by Robert F. Russell, in an article entitled
"A Practical Theology of Servant Leadership." The Bible mentions the desire of two
disciples to sit in exalted positions, and Jesus' response to their request, identifying
the nature ofworldly, human leadership. Jesus tells them that the "rulers of the
Gentiles lord it over" the populace and "their high officials exercise authority over"
them (Matthew 20:25; Mark 10:42). A careful exposition of these texts shows the
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difference between asking for a position and the privilege of being in a place of
leadership rank. The second major statement of Jesus in these texts is the prerequisite
for greatness in the kingdom of God - "whoever wants to become great among you
must be your servant, and whoever wants to be first must be your slave" (Matthew
20:26-27; Mark 10:43). Greatness in the kingdom ofGod does not come through
power but rather through service. The third critical part of this passage is Jesus'
expression of his own servant nature. He stated, "The Son ofMan did not come to be
served, but to serve" (Matthew 20:28; Mark 10:45). He did not come to be the king
served by others but rather to be the servant ofhumanity (Russell 2003:3).
The surprising thing in that episode was that the other disciples were not
asking the same question. Although, it seems that the other disciples would like to
have a place in the kingdom next to Jesus as well, the sons of Zebedee anticipated
them in the matter. According to Heifetz, this is a feeling in the depth of any human
heart (2002:166); a deep feeling ofwanting to be valued, to be recognized, to be over
others, and to be in place ofprivilege. Servant leaders know this and fight against this
feeling until humility becomes a habit in their lives. When Jesus was tempted in the
desert, the devil knew that Jesus had the same tendency that everybody else has. But
Jesus was victorious over the devil and showed us the way to follow him.
A desire for position is a natural condition that almost all human beings
desire. It seems that the spiritual world is the same. The Bible shows how Satan lost
his place in heaven because he wanted a position that was only reserved for God.
The Bible contains several passages that show Jesus' primary focus was on
serving (Matthew 12:18; Acts 3:13; 4:27; 4:30; Romans 15:8, 1 Peter 5:1; 1
79
Thessalonians 2:1-13, and Philippians 2:7). Other passages expand on the biblical
view of servanthood in Jesus Christ, including Isaiah 42:1-9; 49:1-13, 50:4-11, and
52:13-53:12. A pastors' course would need to give special attention to the passage in
John 13 where Jesus showed his disciples the extent of his love and service by
washing their feet. We find in this text the only time that Jesus said: "I have set for
you an example that you should do as I have done for you" (John 13:15).
What happened when Jesus washed the disciples' feet? Commonly, one thinks
that this was a teaching on humility. It certainly was. But a careful reading of that
episode shows that Jesus was teaching them about power in the kingdom of God.
Nobody can become a leader in the kingdom if there is not a personal and voluntary
choice ofwashing feet. Washing their feet was Jesus' last lesson about what it is to be
a great leader. It was not a sign ofhumiliation as we usually think, or a sign of
weakness, but rather a demonstration ofpower - the power of love. We see the same
thing with the crucifixion of Jesus. What may appear to be defeat is actually a victory
from God's perspective. Only God was able to see victory at the cross.
Literature on How Adults Learn
For the final part of the literature review, the researcher examines the way in
which adults leam, involving participants in a process of effective learning. Malcolm
S. Knowles and others wrote a book entitled Andragogy in Action: ApplyingModern
Principles ofAdult Learning (1984). The study ofhow adults learn is important in
this project because the course design follows principles adopted from this science.
According to Knowles, adults learn differently from children. Adults have
accumulated rich experiences that serve as resources for their learning. In contrast
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with children's dependence, adults have a psychological need to be self-directed and
to be challenged in things that improve their self-esteem. So, thinking in terms of
adult's role as workers, adults are more motivated by a word of recognition from the
boss than just a certain amount ofmoney. He found that adults resist and resent in
situations in which the teacher and the method of teaching encourage the learner to
assume a role of dependence as children. Adults usually have their own self-concept
and expect to be self-directed. Another difference is that adults are willing to learn
things they need to know in order to deal with their roles in society as parent, spouse,
worker, and so on. For instance, instead of teaching principles ofwriting, teach them
to write an effective business letter. Moreover, the core of orientation for children is
on materials of learning, in contrast to adults, whose core orientation is on problems
to be solved.
To show the differences between adults' and children's behaviors and how the
teachers should deal with these two age groups, Knowles constructed a table with
different aspects and put them under the title of Models of Teaching. There are
basically two models of teaching: traditional teaching - the Pedagogical Model, and a
new approach to teaching - the Andragogical Model. Table 4 expresses the difference
between these two models of teaching (adopted from Knowles 1984:8,9). It should be
noted, however, that these two models of teaching may be applied together; and
teachers of adults should work toward a transition from the Pedagogical to the
Andragogical model.
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Table 3 - Comparing Pedagogical and Andragogical Models
Description Pedagogical Model Andragogical Model
Learner Dependent personality Self-directing
Teacher One who has full
responsibility for making
decisions about what
should be learned
One who facilitates self-
directed learning
The role of the learner's
experience
Students enter into an
educational activity with
little experience
Experience of the teacher
matters the most
Students enter into an
educational activity with
both a greater volume and
a different quality of
experience than children or
youth
Readiness to leam They are told to learn in
order to advance to the
next level. Readiness is a
function of age
Adults can become ready
to learn when they
experience a need to know
or do something
Orientation to learning Students enter into an
educational activity with
subject-centered
orientation
Students enter into an
educational activity with
life-centered, task
orientation
Learning orientation Process Problem-centered
Motivation to learn Pressure from parents and
teachers, competition for
grades
Self-esteem, recognition,
better quality of life,
greater self-confidence,
self-actualization
Both models inspired the proposed course. In fact, these models are
complementary. Both are important and should be used at different times, together or
alone. Even though the pastors' course would need to involve aspects of the
traditional model of teaching, it would also employ the andragogical model in the
sense that participants would be stimulated to give insights on how they could apply
the learning.
Regarding readiness to learn, special times during the mornings and
afternoons were established for the participants to express their points of view on
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these subjects. It was hoped that participants would be able to be self-motivated and
be inspired for a better quality of life and greater self-confidence.
During the course program the group developed a sense of learning from each
other. They discovered the strengths inside each one of them and shared their
insights. In doing so, they felt themselves part of an important project that had the
potential to make their lives better and contribute to the growth of others through
becoming a servant leader.
Design Framework
The design framework for this study is a progressive flow of several
ingredients including the researcher's four observations described earlier as the
background to the problem, the literature review, the servant leadership model, and
the four emphases selected for the course. The itinerary used to reach the theoretical
framework is described below.
The original observations that were made by this writer for the church of
Brazil revealed first, that it was necessary to foster a holistic Christian leadership for
the astonishing growth of the Evangelical church in Brazil. Second, the authoritarian
leadership model disregarded the contextual and new democratic spirit ofBrazil.
Third, there was a vacuum of leadership development and spiritual formation
modeling and training for the church. Finally, the successful experience of the author
in training lay people for the mission field encouraged the development of a servant
leadership experience for pastors. These four observations established a clear need to
create a program that would help the church address these problems.
83
The literature review helped the researcher see the complexity of being a
leader in the Brazilian context, and addressed the four observations through theories
on secular and Christian leadership including special insights from the servant
leadership literature. This knowledge gave an overview of the needed components to
address a course on servant leadership issues specially tailored for pastors.
Furthermore, the literature helped this writer recognize how important the servant
leadership model is for Brazil, and that it is already underway in business and in need
of being expanded into the church so the church can grow healthier.
The observations described above and the literature review demonstrated that
there are four emphases that would help the writer address problems in the church.
These emphases are a leader's (1) focus, (2) influence, (3) character, and (4) heart.
The first is the emphasis of focus. Some church leaders in Brazil have
dismissed the focus required for their call. Church leaders need to be different from
traditional leaders if they expect to please God. Church leaders should be motivated
by a desire to serve God and others instead ofmotivated by personal drive to achieve.
The personal agenda of some pastors has become more important than the
people they serve. Even their hunger for the growth of their churches may hide a
selfish heart.
The second essential emphasis is the area of influence. Church leaders need to
learn how to improve their power of influence if they want to achieve God's vision.
Influence and dominance are not the same thing. Traditional and authoritarian leaders
know that they need to enhance their influence if they want to improve their power.
Usually, traditional leaders have no real concern for encouraging people to become
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better persons or to change their generation. If they did, they would look for ways to
improve the quality of life of those who are under their leadership.
Church leaders should actually model for people a way of achieving their
potential. Power for them should only be a tool to help reach the God given goals of
others. They should leave a legacy for those that come after them. They would not
use means of coercion to reach goals. They would be respectable and influence
people by personal authority gained by serving. Even in a culture dominated by an
authoritarian leadership, they could reach people by being relationship oriented. This
would actually make it easier to mobilize those they are responsible for.
The Brazilian church can become healthier if pastors look at their call to exert
influence on people for their best development. Church and society can change if
pastors understand the power that they earn in modeling and encouraging people.
The third emphasis is the area of character. Writers on leadership have
affirmed that most people admire leaders who are honest. The researcher deduces that
if church leadership lacks character, there will be no Christian leaders at all. Looking
at Brazil and the several scandals involving pastors in recent years, one sees that the
credibility of the pastoral function is declining. It shows that there is likely a vacuum
of leadership in spiritual formation in churches. Cultural aspects may be corrupting
the church in many ways. Perhaps church leaders should think of redeeming their
behaviors. It is not a matter of only making things right, but also making the right
thing. This is something church leaders need to pay more attention to.
Finally, the fourth emphasis is the area of heart. The heart of traditional
people usually is controlled by their tempers, pride, and ambitions. Looking at the
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church ofBrazil one realizes that ambitions have filled the heart ofmany leaders. It is
not bad to have ambition if it does not make one proud of achievement.
The training for lay missionaries that I started in Brazil in 1994 provided a
way to develop their character and their heart. The training expected participants to
evangelize through service. They learned about being humble and about loving their
subjects. The success of that training came more from the changed lives of the
trainees than from their speaking ability.
Therefore, the design framework for this study is described as: Original
observations + Literature > Four Emphases + Andragogy = Course on Servant
Leadership. Figure 1 shows how this looks in flow chart.
DESIGN FRAMEWORK
FOUR OBSERVATIONS
Holistic Growth
Traditional Leadership
Vacuum on Spiritual Formation and
Leadership Development
Lay Training Success
+
LITERATURE REVIEW
Culture
Secular Leadership
Servant Leadership Model
Christian Servant Leadership
Four Leadership Emphases
Focus - Influence - Character - Heart
Adult Education Theory
Servant Leadership Course
Figure 1 - The design framework of the course for pastors.
86
Ifmore pastors in Brazil could be instructed in these emphases and start
applying the model of servant leader, the church could become healthier and pastors
would recover the credibility they have lost in recent years.
A Summary
The literature on the general field of "leadership" is expansive. This chapter
offered an overview of the relevant literature needed to design a servant leadership
course for Methodist pastors in Brazil. First, it examined the Brazilian leadership
context that serves as background to understanding Brazilians' behavior and how
Brazilian leadership should deal with people. Second, it presented an exposition of
topics on leadership and on servant leadership that helped with the formulation of the
teachings of the course. Third, it looked at the literature informing the four main
emphases determined to be critical for the course. Finally, it explored briefly the
Andragogical Model of learning, which helped develop the adopted methodologies
employed during the course to involve participants in a mutual learning and teaching
experience.
CHAPTER 3
THE PARADOX: A SERVANT LEADER
Introduction to the Chapter
This study began by regarding the context of the Brazilian church and the
need for Christian formation and leadership development among pastors to foster a
better quality of leadership among Brazilians. In the second chapter, the researcher
examined literature that could serve as a foundation to build a course specially
tailored for pastors of the Methodist church ofBrazil. In this chapter, the researcher
addresses question one of the research problem.
Research Question One: What are the contextually appropriate components
and educational methods needed for a Servant Leadership Development (SLD) course
for pastors? Literature on leadership, servant leadership, and the andragogy method of
learning provided a foundation to develop the course tailored for pastors. The goal of
presenting the course was to evaluate the applicability of a servant leader model in
producing shifts in leadership and serving as a way to lead people to be more
biblically sound.
Description of the Course
In this section I: (1) present the design of the course and its Brazilian context,
and explain why I built the course with the chosen methodological components, (2)
explain what inspired me to build the course, (3) clarify the purpose for the course,
(4) show the plan for the week, and finally (5) describe the procedure of the course.
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The Design and Its Context
A course tailored for pastors could be a course that only touches the
participants' heads. They might appreciate the ideas, but the learning would be kept
in a mental file for further appreciation or teaching. Perhaps participants would even
not remain in the training during the expected period.
My goal, however, was to present biblical and secular concepts in such a way
as to produce shifts in the participants' lives. Some concepts were abstract and might
not reach deeply into people's appreciation. Any abstract concept needs to travel from
the head to the heart if one expects change. Communicators know that any
interference between a transmission and a recipient may harm the communication. As
an educator, how can one help people to complete the journey? It seems that to avoid
harming a message, it is necessary to overcome cultural barriers.
Brazilians as most of Latin cultures usually are very relational and attracted to
soap operas, novels, movies, theater, and other artistic forms. According to Mauro
Alencar, the narrative on soap operas16 linked through chapters, but interrupted with a
suspense action is the key to build any daily schedule program in almost all television
channel in Latin America. Any television station that wants to establish in Latin lands
need to produce one or more soap operas (September 2005). For instance, there are
more than 10 soap operas from Monday to Friday on national television in Brazil.
Churches of Brazil find huge competition in the evenings because the television soap
operas are very attractive. Moreover, there are the American series and the Mexican
16 Jon S. Vincent researching culture and customs ofBrazil reports that Brazilian soap operas
(telenovelas) have dominated primetime evening viewing for decades, and exported ti
numerous countries in Europe, Africa, Asia, and Latin America, they are the element of
Brazilian television that has received most international acclaim (2003:1 10).
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soap operas as well. Any successful church activity during the week must be
attractive enough to bring people from their homes to the church.
Important and abstract subjects can be more accepted and incorporated if one
can translate it to an informal way of communication. Usually Brazilians do not read
much, but if one presents ideas and concepts in the form of novels or by using
illustrations and testimonies, people may pay more attention. Perhaps this cultural
perception explains why James Hunter's book became a 1.2 million best-seller book
in Brazil. The success of this surprised many people, even the author. The publisher
in Brazil called him and informed him that his book "The Servant" was a success in
Brazil. As I read the book I noticed that it taught principles immersed in a story about
a group of people. The narrative kept the attention of the Brazilian audience and
people started appreciating the model of leadership explained in that book.
For this reason, thinking of the contextual components for teaching a new and
apparently controversial topic such as servant leadership, I decided to assist
participants' understanding of the concepts through facilitating discussions. In doing
so, I kept the attention of the course on each point discussed.
Attempting to make the course a pleasant program, I employed the
andragogical model as well as the pedagogical for teaching and for sharing principles
of servant leadership. Adults usually learn more when they participate by sharing
their own experiences. Even though PowerPoint presentations were used during the
teaching time, I opened each teaching session for sharing and for interruptions.
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The Inspiration for the Course
The name given the course was "A Leadership Seminar; The Paradox � A
Servant Leader." In part, the course was inspired by the book by James G. Hunter
mentioned above, entitled The Servant: A Simple Story About the True Essence of
Leadership.
I received this book from a physician and former deputy to the Brazilian
government. I had talked with him several times about servant leadership in politics
and other social areas. One day he brought the book to me as a gift, saying that he had
read the book and thought about some of our conversations about the topic of servant
leadership.
I read the book and was amazed by the strategy adopted by the writer to
communicate principles of servant leadership. His approach greatly influenced my
design of the leadership seminar.
The Course Purpose
The purpose of the seminar was to introduce a model of leadership taken from
the Bible and literature that would challenge the traditional model of leadership lived
by the majority of leaders, including Christian leaders. A sample of pastors tested the
model to understand its significance to their personal lives and to their churches. The
interest of the researcher was not only to produce change in the participants' lives, but
also to promote ways this teaching and experience could be multiplied in the lives of
their leaders.
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The Plan for the Week
The full schedule of the course can be seen in Appendix 4. Here I explain how
the week was organized. The course started on Monday with a special dinner and
ended on Friday after lunch. From Tuesday through Friday participants engaged in
two activities in the mornings: (1) The individual reading of a small book, with
interaction in small groups sharing their findings, and (2) the teaching sessions about
servant leadership focusing on four subjects. On Friday, the last day of the event,
participants had two assignments in the morning: They finished the reading and
comments of the second book and participated in a teaching about the cross, followed
by the third experiential learning as they received communion. The program ended
with serving a special Brazilian barbecue lunch. In the afternoons participants
engaged in two activities: 1 to 2:00 pm was a prayer time and 2 to 4:30 pm was
dedicated to case studies. Participants received teachings from PowerPoint
presentations in the evening as well as in the morning, except that on Thursday the
teaching ended with the learning experience ofwashing feet. Finally, they filled out
an evaluation form about the course.
The Course Procedure
Participants arrived on Monday night planning to enjoy four days at the retreat
center primarily because they wanted to demonstrate their desire to express friendship
to the researcher. As mentioned in the literature review, Brazilians often will work
out something for their friends or colleagues.
The researcher did not present himself as a servant leader who had the answer
for the problem that Christian believers are facing in the Evangelical churches of
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Brazil related to the quality of the leadership. Instead, the researcher came to the
course as a learner with the ears open to learn from the participants and able to
intervene when needed as an observer. Otherwise, the researcher would not have
received feedback from the participants. Brazilian pastors usually avoid teaching in
which they just hear the teacher. They enjoy communicating their thoughts. Reading
about the Andragogy model of learning helped the researcher to understand why this
process of learning succeeds better than formal lectures. Furthermore, the researcher
avoided having participants fill out lots of papers, forms, and surveys. Most
Brazilians dislike doing this. The researcher tried to shun this and any thing else that
would be problematic for the projected course.
As a participant observer and leader of the course, I listened and wrote down
the insights and responses to the teachings, case studies, and experiential learning
exercises. My wife served as a recording assistant during all sessions of the course to
avoid the difficulties that a tape recorder might cause.
The Components of the Course
The design of the course included four components: (1) reading of assigned
books, (2) teachings on the four emphases, (3) case studies and (4) experiential
learning exercises. The schedule contemplated several activities, but the result
justified the development of those activities. In presenting each component I will
offer the objective for that exercise, when it took place, the participants' assignments,
the procedure adopted, and a description of the component.
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The Readings
Participants read two books: (L> The Servant: A Simple Story About the True Essence
ofLeadership17 by James Hunter, and (2) A Tale ofThree Kings: A Study of
Brokenness by Gene Edwards.
Objective
The objectives for the reading assignments were:(l) to give the participants a
sense that they were called to participate in a real course, (2) to help them become
familiar with a topic that until that moment was vague for most of them, (3) to give
them a chance to discuss a topic that came to Brazil through secular business; (4) to
help the sample be exposed to the topic of servant leadership with other colleagues;
(5) to give insights for discussion about the teaching to be presented in the course;
and finally; (6) to provide confidence to the participants so they could participate in
building something valuable and new.
Participants committed to reading the first book at home, and the researcher
required them to bring the most important insights gained from the reading on the
first day of the course. Participants read the second book in the mornings during the
five-day course.
I gave them instructions to guide their conversation and proceeded to be an
observer and facilitator for the discussions that happened during the development of
the program. Sometimes I interacted with an insight just to give them opportunity to
17In Brazil this book received the title the Monje e o Executivo (The Monk and the
Executive). The translation is very different from the original. Brazilian people are
very mystic in spiritual matters. The title as presented in English would not have any
attraction for Brazilians. Before the course started, I required each participant to read
the above-mentioned book,
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keep talking about the issue. It was impossible to write all the conversations, but my
wife and I tried to write down the main thoughts of each interaction.
Schedule
The discussion of The Servant: A Simple Story About the True Essence of
Leadership happened on Monday after dinner. During the mornings, from 8:00 to
8:45 a.m. participants read a selected number of pages from the second book entitled
A Tale ofThree Kings: A Study ofBrokenness (1992). From 8:45 to 9:30 the
participants met in the classroom to share their findings.
Participant Assignments
I introduced some questions to help in the discussion of the content of the
book and to avoid interrupting them during their conversations so they could share
their thoughts freely. The questions are listed in the participant report (see Appendix
7) along with their interactions
Procedure
Among several topics that could be examined based on the book, I encouraged
the participants to talk about issues that were related to topics in my teachings on the
four main emphases. With these thoughts in mind, participants had the opportunity to
share their opinions and be owners of the project. I avoided being seen as the teacher
and having the answer for everything. Actually, as soon as I started the course, I told
them that I was a learner as well and was expecting to receive insights from them
during that time. I told them that I was testing the model to understand if it could be
applied in our culture. Their ideas would help us figure out whether the model of
servant leadership works. This procedure freed them to discuss the issues and
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participate in every case study, teaching and practical experience. I functioned as a
facilitator most of the time, just "stepping on the gas" to keep each section moving.
Description of the First Book
The focus for this book was to discover characteristics of servant leaders in
the areas of service and influence. The book, The Servant: A Simple Story About the
True Essence ofLeadership, describes the tale of John Daily, a business executive
who starts to lose his grip as boss, husband, father, and coach. He is talked into going
to a week-long retreat at a Benedictine Monastery to re-center and find his balance.
During the retreat, a former Wall Street legend turned monk (named Simeon
in this fictional story) shows him a different perspective on leadership - servant
leadership. At the beginning of the retreat, Daily and the other five participants react
to the words of the monk Simeon with a kind of skepticism, but later they accept his
position. They understand that the former executive had become famous in the
business world through his ability to restore businesses that were in crisis,
transforming them to examples of success. The six participants are involved in
conversations and teachings in which everyone gives insights related to their day-by-
day life by sharing their experiences and knowledge. Simeon serves as the facilitator
for the guests. He uses an approach to teaching that encourages everyone to show
their knowledge and learn from each other. He uses insights from the participants
even if the participants say something contrary to what he wants them to learn.
The relationship established between Simeon and the participants in the retreat
described in the book inspired me to build the course for pastors. By the time I started
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this training, this book was just arriving in Brazilian bookstores. This gave me more
confidence in doing this research and designing the course for pastors.
Description of the Second Book
The second book was entitled A Tale ofThree Kings by Gene Edwards. The
purpose for this reading was for the participants to discover characteristics of a
servant leader in the areas of character and heart, which were two subjects that I dealt
with in the teachings. This book deals with three biblical examples of behavior in
leadership: David, Saul, and Absalom. The contrast between the servant leadership
model and the traditional/authoritarian leadership was presented in this session as
well. Even though King David had a strong leader profile, he had a broken heart
attitude. The way King David reacted to persecution and dealt with circumstances
was different from the counterpart examples. David was a person like Jesus in certain
areas of his life. The final goal in this teaching was to establish a contrast between
King David's broken heart attitude (reinforced by Jesus' broken heart) and the
authoritarian attitudes ofKing Saul and ofDavid's son Absalom.
In this book, the writer exposes the behavior of Saul, David and Absalom and
uses this as a figure or analogy to tell the readers how we should behave. For
instance, he says that "David the sheepherder would have grown up to become King
Saul II, except that God cut way the Saul inside David's heart" (Edwards 1992:22).
When he says this, he is saying that the way Saul persecuted David, was God's
treatment to help David to show principles of obedience and reliance on God. These
are images that are explained in the book. The participants understood this and came
with their insights.
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I divided the book into 35 pages per day and each participant read this alone
during the first hour of the day. The book is a small one so they were able to read it
easily. Then the participants were divided into three groups to share their comments
with other participants. Each group had someone give the group's report. The groups
were divided differently each morning, in order to create interaction among all
participants.
The Teaching Sessions
Objective
The objective for the teaching sessions was to share principles and behavior of
servant leaders and compare them with those of traditional leaders. Participants
received seven teachings in total. All of them were drawn from the Bible and from
contemporary leadership literature.
Participant and Assignments
Participants would take notes and interact with the speaker. However, most of
the teaching was done close to lunchtime, so people were tired and the researcher
understood this. Following, the evening teaching was a time to pray for each other.
Procedure
I used a PowerPoint presentation, but participants could interrupt at any time
for comments or questions. I organized the teaching in such a way that participants
could interact with the teachings in other moments with the case studies, service
experience, the reading of the books, and conversations. These components together
created an environment of friendship. The researcher presented the content from
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personal experience, from observing servant leaders, and from the literature in each
topic.
Schedule and Content
All teaching sessions were given either in the morning or in the evening. Each
one lasted one hour and fifteen minutes.
Description of the Teaching
The teaching was built around four basic emphases: (1) the focus of the
servant leader, (2) the influence of the servant leader, (3) the character of the servant
leader, and (4) the heart of the servant leader.
The focus of the servant leader. The focus of the Christian servant leader deals
with pleasing God and helping people reach their mission and vision. It deals with
fostering empowerment, helping in service, and building community. In short, servant
leaders help people become better persons holistically in ministry and in their
personal lives. The challenge for servant leaders, though, is how to help other people
to reach their rightful goals, how to give them a sense of "you can do it." In this
teaching, session participants understood or reviewed their calls to be God's servants
to people on earth.
The influence of the servant leader. Leaders influence people when they are
models to be followed; when they encourage those around them; when they develop
people; and when they meet people's felt needs. The challenge for servant leaders is
how to influence people for their best. In this teaching, participants acknowledged
their responsibility as influencers for good or for ill to those around them.
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The character of the servant leader. Servant leaders are people whose life
actions match what they say. Without an exemplary character there is no servant
leader. Most of them are not known for their accomplishments but for their values.
They are people of credibility and are admired by their followers. The challenge for
the servant leader is how to improve the quality of leaders around them. In this
teaching, participants recognized the difference between Jesus and other top leaders
who compromised their character in favor of achievement.
The heart of the servant leader. Servant leaders are humble, loving, patient,
gentle and teachable. They are accessible and kind. They desire to imitate Jesus'
steps. This does not mean being weak and passive. Servant leaders have a passion for
people and want to change the world. However, the way they choose to do this is
different from many other leaders. No one in history has influenced more people than
Jesus. More than two billion people alive today have been impacted by his love and
lifestyle.
The Case Studies
Participants interacted with cases by (1) watching two movies, and (2) reading
a story of servant leader behavior. In each of these exercises, participants had paper
and pencils to take notes so they could share their findings. Participants' assignments
for each case study will be referred to briefly along with the questions posed and
more details in Chapter 4.
Watching Movies
Participants watched two movies. The idea for showing movies came from my
perception that they would be a tool for testing the learning. I was interested in
100
learning if the participants would be able to interact with the movie by discovering
insights of leaders and contrasting with the two predominant models of leadership
discussed in this study - traditional and servant leadership. I chose them because they
show contrasts of leadership style. I present below the objectives, the schedule,
participants' assignments, and a description of each movie.
Objective. The objective for the movies was to give the participants a visual
idea of leadership behaviors so they could identify characteristics of traditional
leadership and servant leadership. That worked as a way to give the participants a
relaxed time, but at the same time a learning experience in which participants
interacted and exchanged experiences. They could see in a practical way how leaders
behave, and they could identify themselves in some of those characteristics
Schedule. Participants watched the movies in the afternoons from 2:30 p.m. to
5:00 p.m. except on Thursday, when participants interacted with the story from 2:30
to 3:30 p.m.
Description of the first movie. The movie entitled The Terminal, shows two
persons: the first might be characterized as a people oriented leader and the other as a
leader with a task and institution oriented mindset. The objective of this case study
was to evaluate the degree of influence of these two persons as leaders. Even though
the movie did not depict the two leaders as being in conflict, it shows the contrast
between the authoritarian leader model and the servant leader model.
The movie focuses on a character played by Tom Hanks who arrives in the
New York airport, but is forbidden to leave the airport because he has no visa. The
terminal director is a very committed man but is hated by almost everybody in that
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terminal. The passenger wants to spend one day in New York because he has made a
promise to his father, who wants to have the signature of a famous American
saxophonist. Moreover, he cannot return to his country because it is at war. So, the
only thing left to him is to stay at the airport, which he does for more than three
months. He begins to do things for people and makes many friends at the airport. He
gains confidence and admiration. By the end of the movie almost everybody in the
airport loves him, except the director of the terminal. During the movie, participants
expressed their opinions about the movie and related it to the Focus of the Servant
Leader, which was the first teaching in the course. One of the main points discussed
in that teaching was that servant leaders have their main focus on people in contrast to
the institution. So, the participants came to watch the movie with this thought in
mind.
Participant assignment for the first movie, (see Appendix 8). I divided the
group into two teams and gave them the following assignment. I asked the first team
to pay attention to the character played by Tom Hanks, who had characteristics of a
servant leader, and when the movie was finished to meet for 15 minutes and discuss
the most important lesson learned from the movie, watching how Tom Hanks showed
evidences of being a servant leader. The second team was asked to look at the director
of the terminal and observe the same things and then bring characteristics of the
traditional leader and the most important lesson from observing that leader.
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Description of the second movie. The second movie was based on a true story
entitled Remember the Titans.� This movie deals with racism and how a community
can overcome its deep divisions through a spirit of sportsmanship and teamwork. The
film is also an effective analysis of leadership. The film addresses the abuse of power
and authority. It shows two leadership styles: an authoritarian model and a servant
leadership model in action.
The school board of the high school in Alexandria, Virginia, decided to hire a
new head coach for the football team, Herman Boone, a black man. By taking the
position, Coach Boone is ousting Coach Yoast in his Hall of Fame year, potentially
robbing Yoast of ever achieving his coaching goals. Unwillingly agreeing to help
Boone, Yoast abandons all formal power and adopts a followership role.
Participant assignment for the second movie, (see Appendix 9). Participants
had to watch the movie, read the assignment described in Appendix 7, and give
responses to six questions dealing with issues of servant leadership.
The Third Study Case
On Thursday afternoon participants examined an episode described as "A
Personal Story" (see Appendix 1 1), that happened at a retreat held to train people on
the mission field. The story is the personal story described in the introduction of
Chapter 1 but I avoided referring to myself as a participant in the story. I wanted to
receive their insights and reactions to the leaders' behavior.
18 This case study examines power, servant leadership, transformational leadership,
fellowship, and change. The case study was developed by Jennifer Moss Reimers
from the University ofNebraska at Lincoln.
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Objective. This case study served as a way to help participants respond to a
situation through the lenses of a servant leader. The response given by the leaders in
this story is not a common response. But sometimes servant leaders surprise people
with sentences different from those expected by people. Jesus set several examples,
such as the way he dealt with the adulterous woman.
Participants and assignments. Participants read the story individually and then
discussed their findings in their small group. They were asked to come with a
response to the question: "If you are a servant leader, how you would behave in that
case?"
Procedure. I gave them a sheet of paper with the story printed on it. The story
ends with the leaders saying: "Wait for a while and we will return." Participants gave
their endings for that story.
Description of the case. This case refers to the story19 of a group of students
who transgress the law in a school, and the leaders of the school who dealt with them.
Students were encouraged to deal with the situation as if they were those leaders.
Experiential Learning Exercises
There were three experiences related to serving, followed by teaching,
sharing, praying, and ministering to each other: (1) The dark side of a leader, (2) The
washing of feet, and (3) The Communion.
The Dark Side of the Leader
Objective. The objective of the Dark Side of the Leader is to give the
participants a chance to identify wrong behaviors and mistakes of leaders described in
The story is described in the first page of the Chapter 1 .
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biblical history. After a brief exposition explaining why some leaders start well and
finish poorly, participants received their assignment for the exercise.
Schedule. This exercise took place on Thursday afternoon after the case study.
Participant assignment. Participants were called to think about some wrong
behaviors seen in leaders of the church today (See appendix 10). They were asked to
list, in their groups, some mistakes, sins, and wrong behaviors and write them on a
sheet of paper. Then, they were asked to write their own mistakes, temptations, or
sins. After listing their own Dark Sides, participants were called to bring the paper
with their list to be burned. While the paper burned, participants would pray in
groups.
The Washing of Feet
Objective. In each learning experience, participants were called to interact
with the fourth emphasis of the course, which is the heart of the servant leader. The
objective was to give the participants a time to perceive their commitment ofhumility
and a way to see power position as a needless condition to determine their influence
on people. A servant leader can have a humble heart and also be a strong decision
maker. In these two practical experiences I referred to the biblical text in which Jesus
washes his disciples' feet.
Schedule. The schedule was designed for participants to have the night of
Thursday for this purpose.
Participant assignment. Participants were asked to interact with this
experience in light of our emphasis on servant leadership and to appreciate the power
of this experience in changing our paradigm of leadership.
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Describing the first learning experience in serving. On Thursday night, I
taught on "growing the heart" prior to the experience of foot washing began by
washing the feet ofmy wife and she did the same for another participant until
everyone had experienced both aspects of serving and being served. Participants were
encouraged to wash the feet of someone and say why they chose that person. The
participants' statements revealed the main thoughts and insights from that experience.
The Communion
Objective. The objective of this learning experience was to help participants
see communion as a way in which Jesus showed his power over death. The
symbolism used in this experience was designed to bring participants a new
understanding of God's love to them.
I offered my last teaching on the heart of the servant which culminated with
an illustration related to the Exodus and the experience of Jesus at the Cross. I
explained the Cross as a symbol of victory instead of a symbol ofhumiliation - a
symbol of authority instead of powerless - a symbol of influence instead of disregard.
Schedule. This was the last experience together and occurred on Friday
morning in the closing session of the course.
Preparation for Communion. We had two complementary dynamics to
celebrate in the communion service: (1) the communion of the desert, and (2) the
communion of Jesus Christ.
At the communion service participants remembered the time when the people
of Israel were walking in the desert. During that time in the desert they experienced
the presence of God but disobeyed him. Although the experience in that desert was
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not comfortable, God sustained them with his promise. The symbols used for this part
of the communion service were water and bread. There was pain. But there was also
hope for a promised land which we symbolized by milk and honey.
The second dynamic of communion was "the communion of Jesus" which
followed the "communion of the desert." The procession to the communion table and
the details are described in Chapter 4.
A Summary
In this chapter, the researcher addressed question one of the research problem.
Research Question One: What are the contextually appropriate components and
educational methods needed for a Servant Leadership Development (SLD) course for
pastors? Literature on leadership, servant leadership, and the andragogy method of
learning provided a foundation to develop the course tailored for pastors. The goal of
presenting the course was to evaluate the applicability of a servant leader model in
producing shifts in leadership practices and serving as a way to lead people to be
more biblically sound.
CHAPTER 4
FINDINGS
Introduction to the Chapter
In the previous chapter, the first research question was answered by presenting
the rationale for the design and content of the course on servant leadership tailored for
a sampling ofMethodist pastors in Brazil.
This chapter will answer research question number two: How effective was
this course in producing the desired shift in leadership practices? The necessary data
are presented from two perspectives: (1) Evaluative data on each component of the
course; and (2) data evaluating shift in leadership related to the four main emphases
of the course.
I begin by describing the role of the participants. Then I describe the
components of the course along with the reading sections, case studies, and
experiential learning exercises. Finally, I present the emphases of the course and the
leadership final change evaluation.
Introducing the Role of the Participants
The role of the researcher was to teach the topics related to the four main
emphases of the course and be participant observer during the course as well. To help
with the observation and recording of comments by participants, the researcher
counted on his wife as a second observer. She wrote the comments ofparticipants
while he was paying attention to their insights and interventions. The researcher also
asked questions, interacted occasionally during the program, created a sense of
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sharing, provoked a community environment, instigated participants to open their
hearts, and helped them see the course as a safe place for confession and for prayer.
As a participant observer, I describe some important experiences of the other
participants as they interacted with the components of the course. In each component
except for my teaching sessions, questions were posed to help the discussion of the
subjects under development. The role of the participants was to interact with one
another in each section of the program by giving their input, ideas, and understanding
of the subjects along with and sharing their experiences with each other in a mutual
communal learning context.
The Components of the Course
As mentioned previously, the course had four components: (1) reading from
books, (2) case studies, (3) experiential learning exercises, and (4) teachings sessions.
The Readings
The course started with a reminder of the course objectives, the schedule, and
assignments for the week. I distributed a "Training Manual for Servant Leadership
Seminar" containing the PowerPoint presentations. After worship we began
discussion of the first book: The Servant: A Simple Story About the True Essence of
Leadership, by James Hunter.
The First Book
Participants received this book 20 days before the course started, with
instructions to read it in order to understand the topic of servant leadership.
Interaction with the content of this book was the first opportunity for participants to
share their experiences together on servant leadership issues.
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To prompt the discussion I introduced six questions. The questions generated
valuable insights into the lives of the participants. Appendix 5 presents tables
containing the complete list of participants' interactions with the two books. The
researcher's own thoughts and responses to some of the participants' ideas will be
shared in both in this chapter and Chapter 5. What follows now is a summary of the
most helpful observations related to each of the six questions. Participants' comments
appear in the left column and the researcher's observations in the right column.
Additional comments appear centered.
Question # 1 - According to the author, what are the differences between
power and authority and what are the insights gained from reading this section of the
book? The point of this question was to discuss the issue of "power position" in the
life of a pastor. James Hunter defines "power" as "the ability to make people do
something even though they do not want to do it. Authority is the ability to get people
to do things with good will just because of one's personal influence" (1998:26).
Participants' Conversations Researcher's Observations
To leadpeople, I need to have power to
control them.
This statement showed that the
participant had overlooked Hunter's
words and misunderstood the meaning
of servant leadership
Whoever exertspower is afraid of those
who exert authority.
Gandhi exemplifies a type of leader who
had authority and no power. Jesus set
the example. He had authority while the
Pharisees and Priests had the power.
Power can be bought, authority must be
conquered.
Good insight, I thought. Perhaps this
statement reveals a common human
behavior lived out by many leaders in
the church ofBrazil, including the
Methodist Church.
I know some district superintendents
that changed their behaviors when the
bishopplaced them in thatposition.
They enjoyed those new positions and
Participant was not criticizing the
bishop, but emphasizing that some
leaders are not prepared to occupy
higher positions.
110
became distant from us.
We are sent by the bishop as a minister
to a church. This is apowerposition.
We need to make the transition from
power to authority.
This observation showed
disappointment with some top leaders in
the church, and that he/she understood
the meaning of authority discussed in
this study. The researcher envisioned the
degree of knowledge they would have
gained when the course ended.
Question # 2 - The author emphasizes that the servant leader is essentially
relationship oriented. How can we build relationship in our church? As previously
mentioned, Brazilians are essentially relationship oriented. Question two leads to this
important side of Brazilian culture. However, a setback for many pastors in building
relationships is the vulnerability that many avoid.
Participants' Conversations Researcher's Observations
To build relationships it is necessary to
take the initiative to do itfirst.
Relationship is vital for surviving as a
servant leader.
Pastors can 't have friends. Everybody turned around and asked,
"Why not?
" The participant remained
quiet, but later the reason came out.
Later on, while teaching on the topic "The Influence of the Servant Leader," the issue
was explored more deeply. We usually misunderstand the difference between the task
of identifying and satisfying needs and that of identifying and satisfying the will of
people. I believe that we are called as servant leaders to work toward the first option.
This exercise requires courage and determination. For example, some pastors in
Brazil have become good entertainers but have forgotten their call as prophets. The
desires that people want fulfilled are often not the real needs that should be met. As
servant leaders we are not called to please people but to help people become better
persons in areas of their lives.
I only build a relationship ifImeet your
needs.
Relationships become stronger when we
start sharing with people our common
needs and we try to address the needs.
Everything that a leader does leaves a
message.
This approach led to the issue of
influence and character. We influence by
modeling and prove character by a
transparent life.
Someone had a word of confession,
saying, "/ was ashamed while reading
this section of the book. I saw what a bad
leader I have been. I consideredmyselfa
strong leader, but I started learning that
As servant leaders, we care for people
and work hard to not hurt them. It was
interesting that that participant confessed
to us in the first day of the course.
Ill
this is my worst side. I have hurt a lot of
people.
Question # 3 - The author talks about love as a quality of leadership. What
does it mean to talk about love in the issue of leadership? Can a business executive
love his/hers workers? In this course, I talked about the kind of love that does things
for others in contrast with the secular and selfish love based mostly on feeling.
Servant leaders know the difference between saying "I love you" and the practical
thing of "How can I help you" or "You can count on me."
Participants' Conversations Researcher's Observations
Love is a behavior not afeeling and
something that one needs to learn. Even
if1 don 't like someone, I should keep
loving him/her by treating him/her with
respect.
This could have led to a good discussion,
but another participant raised an intricate
statement.
I don 't like people who bother me. 1 step
on people that I don 't like.
It was impossible to know whether he
meant his statement to be humorous or
whether he was revealing the depth of his
heart.
The matter was left on the table for further inquiry, with the expectation of discussing
love later on in the course.
People who bother us, make us to work
more. It is easy to lead robots. You need
to disciple and gain those who bother
you.
It was a good insight to finish that
question, I thought.
Question # 4 - The author talks about two complementary tendencies. The
first is manager and the second is leader. Tell us something about your tendency
and/or how you see this in your ministry? Managing and leading was an issue that
most of them may have never discussed before reading the book. The goal for this
question was to provide participants an understanding of the difference between these
two concepts and help them to see a need for improvement in the area of leadership.
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Participants' Conversations Researcher's Observations
I realized that I am a manager and I
learned that I should manage myself, not
people. For instance, I am struggling
with my worship leader. IfI really want
to become his pastor, Imust be a model
to him.
Again the issue of leading as servants
came to this participant's consciousness
and the need of becoming an example.
When leading people one should pay
attention to his/her own personal
behaviors.
The next two insights from participants revealed a problem that leaders face in the
Brazilian Methodist church.
It is difficult to become a good leader if
you are required by the institutions to
become a goodmanager. There are a lot
ofbureaucracies that we need to deal
with in our church.
By the time of the Methodist Council,
they sent us 17 pages to be filled out. Do
they not have anything to do?
This interaction was a reaction to the
general Methodist council that sent a
document to be filled out with more than
100 questions. Culturally, most
Brazilians dislike forms, waiting in line,
and filling out questionnaires.
When I was a manager ofsupplies in a
business, I did not have people, just
numbers andpapers. I became a full time
pastor, but Ipersist in being a manager. I
need to decide ifI want to keep being the
supplier to the church, like in the
business, or if I should assume my
responsibility ofleading mypeople
purposefully.
This participant had just left her/his
business employment a few months
before the course to be full-time in
ministry. I really appreciated him/her.
While he/she was talking, I remembered
that he/she decided to earn half of his/her
salary to be a full time pastor.
Another insight revealed a problem in many churches.
Sometimes the church sees us as its
employees.
Sometimes the church is the one that
wants to manage us.
I concluded this question with a response
anticipating the issue of empowerment by
saying, "I believe that if a leader
develops and empowers his/her team
with a servant leader mindset, it is
difficult to perceive who is in control."
Question # 5 - What does the book provoke in vour mind to think about in
vour changing behavior from serving yourself to serving others? The intent of this
question was to discover the level of interest in looking at people in order to serve
them. This question led to some aspects of serving in church and in home.
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Participants' Conversations Researcher's Observations
When I was missionary with YWAM, the
septic tank was full and needed somebody
to clean it out. The leaderput gloves on
and did it. With his example I thought
that I should change and started serving.
Some pastors reacted in a positive way.
(The reader should remember that many
Brazilians devalue certain types of jobs.)
I need to change myself in my home. Later on in this discussion, they
developed a good conversation about
family.
Change is not a complicated thing. We
need to start by doing the first step. IfI
startpracticing this new way oflife, I will
make a difference. I can 't lie to myself
and I am seeing myself lying.
Explaining this statement, the participant
shared with the group that he needed to
change some behaviors. Many
confessions were made that night. It
seemed that God was at work in their
lives since the first moment together. It
was time to introduce the last question of
the night, I thought.
Question # 6 - The author says that servant and leader are not two opposite
roles and he describes some servant leadership characteristics. What are your
thoughts about this? I expected participants to give definitions or insights about being
a servant and a leader. Instead, they resumed the discussion.
Participants' Conversations Researcher's Observations
/ hatedmy boss because he asked me to
clean up something again.
I have no problem when I need to do an
inferior task.
A very untypical statement for our
culture as mentioned in the literature
review on Brazilian context.
I think that a servant must have
discernment and balance. However, if the
pastor is not strong, he/she will lose a lot
in ministry.
The discussions, confessions,
applications, and insights that night were
great. But it became evident that while
the topic of servant leader was received
and understood for some, it was still
cloudy for others. The time was over and
I felt compelled to look at the last three
participants' expressions, "I hated my
boss," "inferior task" and "strong pastor,"
through the lens of the servant leader
mindset.
After giving my opinion about those first two responses 1 concluded, 1 here is a
stereotype that sees servant leaders as weak people. There is nothing bad in having
convictions strong values, clear vision, sense ofmission, determination for the tasks,
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and persistence in our purposes. Servant leaders can have these qualities and be kind,
humble, and loving at the same time. If not, start looking at Jesus as a servant leader.'
He had all these qualities. And I don't know any leader in history that could influence
more people than he did. The world today has two billion people who know at least
something about him, and millions who are willing to give their lives to live
according to his teachings and will." With these last words after praying for each
other the group was dismissed until the next day.
The Second Book
Reading and interacting with the book .4 Tale ofThree Kings: A Study of
Brokenness written by Gene Edwards was the first exercise every morning. The
reading focused on issues of character and the heart of a servant leader. This book
deals with three biblical examples of behavior in leadership: David, Saul, and
Absalom. The contrast between the servant leadership model and
traditional/authoritarian leadership was present in this session as well. The book was
divided into 35 pages per day and each participant read this alone during the first hour
of the day. Participants were divided into three groups to share their thoughts about
the reading, and then to share their findings with the entire group at the end. Each
group had someone give the group's report. To create interaction among all
participants, the groups were divided differently each morning.
There were several comments with key sentences appropriate for this study. In
the first day, participant gave response to the following task.
Task # 1 - Leaders are people who make decisions all the time. Saul and
David needed to choose between obeying or disobeying God. The circumstances
made them decide between two options. According to your reading, discuss in vour
group about their choices and how this may affect vour personal life. The author of
the book plays with analogies all the time. He compares the behaviors of kings Saul,
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David and Absolom with our behaviors. This statement led to discussing our ability to
choose the right thing, character development, and a broken heart. After meeting in
their groups they presented a response from each group and then also shared some
personal insights. In the following days, they did not give group responses, only their
personal insights. Therefore, I present the answer from each group in one table and
the individual responses in another table. Of the seventeen responses, seven will be
presented below.
Group
Number
Participants' Conversations Researcher's Observation
1 The representative of the first group
revealed: "Saul was a mirror for the
inside ofDavid. He recognized his
limitations and chose to be different.
"
He meant, "The mistakes ofSaul were
lessons through which David could
learn and see himself"
Good thought. The Bible not
only teaches us about the
gospel and God, it also reveals
our nature. Personages in the
Bible tell us what we can do
and what we cannot.
2 The representative from group two
reported their observations: Nothing
happens casually. We are trained little
by little while walking with God. No
suffering or adversity or contrary winds
come casually. We concluded that God
is the one who calls, prepares and
sends. Those whom he sends, he
supports.
With this thought in mind they
concurred that the success of
their ministry depends on many
factors, but succeeding in
God's way depends on
obedience. It is true that God
expects our love. It is also true
that there is no such thing as
love in the hearts of those who
decide to rebel against God's
authority. Jesus said, "All who
love me will do what I say. My
father will love them . . . anyone
who doesn't love me will not
obey me" (John 14:23-24).
3 The representative of group three said,
David broke the culture of toothfor
tooth, the pay back ... that was his
choice.
I thought: This is a difficult
matter. Several insights
emerged from this last group
testing the mindset of revenge
that leaders may harbor toward
followers who don't agree with
them.
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After the group presentations, participants started sharing their personal
understanding and insights.
Participants' Conversations Researcher's Observations
I began the personal discussion by referring to Saul when he tried to kill David to
maintain the throne, and how David avoided having Saul's attitude when he had the
chance to kill Saul.
"Generally, we are today the result of our
choices in the past and we will be what
we choose today. David had the potential
to become like Saul. Do you think that
David had to be like Saul to occupy the
king's place?"
All ofus have a Saul and a David inside
ofus. David allowed God to take the Saul
out ofhim... Saul is what I really am.
Then the participant confessed his wrong
behavior and asked for the group's
prayers when returning home.
David's weakness was analyzed too, including his sin with Bathsheba, but the group
explored David's reaction in contrast with Saul's.
Talking about the broken heart ofDavid,
one of the participants confessed, lam
learning that I need to become a broken
vase ifIwant to succeed like David.
The topic of success is a topic that
deserves more attention.
Another participant replied, David had
the Holy Spirit and had to choose the
right thing in the middle ofhis personal
circumstances.
I offered this insight, "It is interesting to
note in the Bible how some leaders fail
and others succeed, while all of them
have circumstances to deal with."
Sometimes people hurt me. But I am
learning to overcome my deepfeeling of
giving back.
This is a work in my life," I thought, "God is doing something with
us!"
Later on in the course, these deep confessions laid the foundation for a profound
moment ofhealing.
Finally, another participant interacted and
asked for the group's prayers. We know
people when we live with them, David
knew Saul when living with him. 1feel
responsible for being an example for
those in my church, mostlyfor my staff
leaders. I need to behave differently than
I have been. I need to have the heart of
David, not the heart ofSaul, when
somebody disagrees with me.
Good start!, I thought.
This section closed with a time ofprayer for each other before going on to the next
section. The following question was presented the next morning.
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Question # 2 - Yesterday we discussed David's behavior when Saul attacked
him trying to take him out of his circle. In the reading of today, the situation became
worse. His son Absolom had the similar behavior of Saul. How did David behave
with him? What insights did vou receive from this reading that can change aspects of
vour own behavior? The main objective of this question was to call the participants'
attention to the reality of being a servant and being a parent or spouse. During that
morning the group experienced one of its supreme moments of the course. There were
24 responses or comments on this question. It was difficult to choose just a few. Four
of them, relating to family priorities, are presented below.
Participants' Conversations Researcher's Observations
There is no success in the life ofa leader
that can compensate for failure in our
home.
This is true. With the growth ofmany
churches, problems have emerged among
pastors- competition and change of
priorities.
The next participant gave an insight that
he learned during the course: There is not
a perfect church. I don 't believe that the
church is driven one hundredpercent by
God. We don 7 like to hear criticism. I
spent years ofmy life thinking that I was
a good listener. I often thought I could
hearfour or five people at the same time.
I learned here that it was not a quality,
but a mistake. Imust give to each
member the special attention that each
one deserves. I am talking here about my
church and myfamily as well. This
participant confessed later on: People in
my church have recognized a tremendous
difference that they see in me, just
because I became a better listener!
How difficult is to become a good
listener! We do not listen people as we
think we do.
Listening to others now is becoming critically important in many places around the
world. People become so busy that their own concerns are often more important to
them than people. The first teaching of the week was on The Focus of the Servant
Leader: Serving People. Sometimes we think that we are listening, but our agendas
are full. Instead ofpaying full attention to people, we are thinking about the next
appointment.
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Referring especially to family priorities, a
participant stated, Here Iperceived a
conflict in being apastor in the church
and being a pastor in the home. At the
church we must be a pastor, in our home
we must be parents.
"It seems that God expects us be wiser," I
said. God wants us to harmonize the roles
of being parents/spouse and being
pastors.
The following two confessions emerged. It was another amazing moment among us.
/ need to review my values. The values
that I share are not the values that I
practice. For instance, I say I value my
family, but I'm veryfar wayfrom them.
Then there was a special testimony from one participant. I can describe it here
because it became public. He gave this testimony to his church as a way to teach his
church about priorities.
The participant said, / had a complicated
life. I was an adopted child. From ages
twelve to seventeen I was a drug user and
a robber. People wanted to kill me and
God gave me an escape. I never learned
about values. Actually, life taught me
wrong values. Imarried and had two
sons. One ofthem died. All my life was
deception until I became a Christian.
Even after that, when I didn 't like
something in my children, I hit them. I
have been trying to demonstrate my
changes to outsiders, but Ifail as a father
and husband. I have received a challenge
this morning. Iwill prioritize myfamily. I
certainly will. Iwant to become a servant
first in my home.
With this testimony, the group prayed and was dismissed to the next section of the
day.
On the fourth day, the discussion focused on how to change, and they were
challenged to apply the learning. The question for Thursday was:
Question # 3 - In the last two days during the morning, we explored issues on
authority and changing priorities. Some of these issues dealt with character and heart.
We will still talk about these two topics the next two days. From the reading today
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about Absolom and David, what are the most valuable insights that you have learned
that inform us about our leadership in need of change?
The goal for this question was to pay attention to the behaviors that we are
teaching our people. People usually learn more from what they see than from what
they hear. The idea is again to give them a sense ofmodeling all the time. There were
fifteen responses to this question. A sampling is presented here.
Participants' Conversations Researcher's Observations
Shown in the example ofAbsolom,
history is merciless. It registers
everything. Men who instigate rebellions
are not in God 'spurpose.
This is something I like about the Bible.
It omits neither those who succeed nor
those who fail.
From this statement, the group talked about being submitted to and servants to our
superiors as a means of being examples for our followers.
As a complement, a participant asserted,
Being a servant to an overseer is a duty;
being a servant to those under our
leadership is an option. Ourpersonal
reasons must be submitted to our call.
I reminded them that Jesus calls us as
servant leaders to be like him. Jesus said,
"I set for you an example that you should
do as I have done for you" (John 13:15).
David was going to lose everything, but
he remained exemplary in his behavior.
He had coherence with his learning.
If all pastors would understand the power
of this lesson we have learned, perhaps
we would have a different church in
Brazil, I thought.
The Case Studies
With this component of the course, participants were more relaxed in dealing
with some topics and teachings related to servant leadership. Three case studies were
examined in the afternoons. Two were movies and one was an interaction with a
story.
The First Movie
The first movie was The Terminal, with the main character played by Tom
Hanks. Details of the movie, the purpose and the assignment were presented in the
Chapter 3. The assignment for this case study was: (1) Participants were to watch the
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movie and take notes alone. Then they were divided into two teams and received the
assignment. For this case study, a single task was posed.
Task for movie # 1 - This morning, we learned that the focus of the servant
leader is on people. The movie shows the conflict between two persons that might be
considered two leadership models. Watch the movie, take notes about the movie, pay
attention to the two main characters of the movie, and consider the characteristics of a
servant leader and an authoritarian/traditional leader in those personages. Finally give
a single important insight from the movie. Participants watched the movie and were
divided into two teams with different assignments. The first team was asked to give
insights on leadership gained from the director of the terminal. The second group's
assignment was to present some characteristics of servant leaders seen in the
character portrayed by Tom Hanks.
Participants' Conversations Researcher's Observations
The first team's response was: The leader
#1 exemplifies the authoritarian
leadership model. He manages the
terminal but he is not in charge of
people.
I thought that the team grasped the idea
behind the movie.
The movie shows the director of the terminal being concerned with policy, but under
valuing people around him.
Somebody added, Sometimes as pastors
we run the church very well. We care for
the worship, the preaching, the
communion, the baptism, the
administration, but we are not in charge
ofpeople. Ifthere is a chance to move
that pastor, people will do it.
This was a good insight! I commented to
them that I have known some pastors that
were moved even helping the church to
grow.
I have heard from several preachers: "People don't care how much you know until
they know how much you care." Care for people is really an important task for any
leader and an essential duty for every servant leader.
The second team's response was:
"Leader #2portrayed by Tom Hanks
illustrated a typical servant leader - a
people-oriented leader. He was patient, a
Although their approaches were
satisfying, a follow up question was
posed: "Please, let me know in a few
words, when did you perceive the
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good listener, close, sensitive,
determined, gregarious, visionary,
sacrificial, flexible, a giver, and
teachable. We learnedfrom him that
service contributes to influence people
and he did this very well.
conflict ofmodels between the servant
leader and the traditional/authoritarian
leader?"
One participant replied, Leader # 1 could
not escape from his problems. He tried to
coerce leader # 2. He threatened him and
demonstrated his jealousy.
He was correct. Authoritarian leaders
often are insecure with themselves and
can't appreciate other people's success.
Another participant said, Leader # 2 had
a mission and objective. He was loyal
even if it meant that he would lose the
chance ofaccomplishing his goal.
"He established a circle of trust. Leader
#1 was the boss, but he was unhappy. He
was hungry for power." I recalled,
"Leader #2, through his service and a real
desire to help people, conquered
authority in almost the whole terminal."
One word of clarification is deserved. The personage lived by Tom Hanks, leader # 2,
had a friend in an illegal situation in the United States. The director of the terminal
tried to coerce him, saying that if he persisted in leaving the terminal, he would return
that friend to India. Then leader # 2 gave up the dream to leave the airport to enter
New York City with all his dreams and decided to return home without
accomplishing his task. He preferred not to expose his friend. It is clear that there are
other ethical and legal situations involved in this case, but that behavior showed one
aspect of a servant leader.
The session concluded with the question:
"Do you think that both authoritarian and
servant leadership models are able to
make things happen?"
Yes, butposition, success, and career are
not everything. We learn that being a
gentleman and servant makes more
impact on people and society.
"Good and wise response," I replied.
We dismissed the group with a word of prayer.
The Second Movie
Initially, participants were given a sheet of paper with several questions to
answer while watching the movie, Remember the Titans. They requested instead to
watch the movie freely and let their thoughts move in any direction. Understanding
that they were tired, I consented to their suggestion. For further research, the
questions originally proposed appear in the appendices section (see Appendix 7).
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The group watched the movie looking for principles of leadership. Akin to the
first movie, this movie had two styles of leadership in evidence. It showed first the
style of Coach Boone, and second the style of Coach Yoast. While the former was the
traditional authoritarian leader who exerted coercive power to attain his goals; the
latter was a more servant leader who served as a catalyst to help Coach Boone
achieve his goals.
Participants' Conversations Researcher's Observations
From that experience came feedback from several participants. The first was related
to being a senior pastor or associate pastor.
/wouldfeel hurt ifI have to be changed
for another pastor, but I see God is
always in control ofmy ministry.
Good word for a servant leader!
This participant referred to the episode in which coach Boone substituted coach Yoast
to solve a racial situation in that high school in Alexandria, Virginia
What wouldyou feel if the bishop
appoints you to become an associate
pastor and stay in secondplace?
I said, "The feeling of being in a second
place is an issue that the servant leader
must be able to deal with."
Later in this study, reference was again made to power position and the place of
privileges in the kingdom of God.
Another participant replied, / would be
the same. Ifthis new senior pastor is
qualified, I don 't think that Iwould have
a problem.
Whether the answer of this participant was sincere or not, in an autocratic society the
response was a worthy demonstration of the attitude of a servant leader. Another
participant interacted and remembered an approach from the previous movie.
It is clear in this movie that both were
effective in some ways, but coach Yoast
was more loved.
I liked this observation!
Later I referred to the ability of a servant leader to be loved.
Referring to power position again,
another participant interacted, "Coach
Boone had apower position. He needed
to use the position ofpower, ifnot, he
would not finish well.
I heard this statement and remained quit.
We discussed about this later on.
The choice is yours, someone replied.
Sometimes it is necessary to have a
powerposition, but just in special
moments.
I agree. For instance, when we are trying
to teach our little children we may need
to use power position to avoid disasters.
But, ifwe continue using this kind of
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power after they become adult,
something will be wrong. This is what
happens with authoritarian leaders. They
often deal with people like they were
children.
Another interacted, Coach Boone was a
selfish leader and moved by racism.
In the middle of this explosion of
insights, one last participant defended,
Coach Boone was able to bring the team
together. This is a special need ofmy
ministry.
From this last point of view, I gave some
thoughts about empowerment and
working as a team. These two meanings
are crucial to servant leaders.
In the literature review, I discussed the issue that leaders should master several
paradoxes in their leadership. This understanding requires a kind of double view that
moves the leader beyond "either/or" to "both/and." Here in this case, I agreed with
the input of both leaders and that there is something valuable out there with the
authoritarian leadership behaviors. But I am convinced that authoritarianism should
not be the example for any leader.
Finally, a participant said, / realize that I
have undervalued the potential
leadership in my church. As soon as I
return, I will bring these people together
and start a leadership development with
them.
The Personal Story
I divided the group into three teams and provided them with a story to read
and bring their reports. The assignment was to write an ending for that episode. The
story is described in the beginning of the Chapter 1 in which I experienced a broken
heart, moving of the Holy Spirit, and a lesson on servant leadership. After reading the
story up to the point when the assignment was, "In this moment you are called to give
a response for that group ofmissionaries. Think about all the roles you should
combine as leader in that retreat: you are the manager, teacher, equipper, and above
all - you are the servant leader. What would be your response?
Group Group Response
1 You had broken the law and before the law people need to payfor
transgressions. You must learn from your mistakes. Someone in the
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team shared a personal experience that his son did something wrong.
He punished the son by sending him to his room. Then he, as the father,
went to the son's room with another mattress to spend time with him in
that room. Another team participant continued reporting, You have
done something wrong and deserve to be punished. Saturday is your
free day. As punishment you will not leave the school. But we will be
with you next Saturday.
2 You have done something wrong, you deserve a punishment. Love does
not cancel justice. As there was a public brokenness, you deserve a new
chance. You will not lose the free day, but you must go to a house of
correction to visit infractors and notice that often infractors payfor
wrong decisions.
3 You had a meaningful time ofbrokenness. This is already part ofGod's
treatment. We all commit mistakes, but we need to understand that
mistakes produce consequences. Nobody will leave on Saturday,
including us. We all will be working at the farm to pay for those
transgressions
I heard their approaches and realized that their responses were really the
servant leaders who want to teach more than to punish. Whether their responses were
genuine or not is another matter. But by listening to them I perceived that they had
caught the idea of teaching while correcting. This attitude differs from those leaders
that think about policy more than people. Although the true story reveals a somewhat
different ending, the case study had a satisfactory result by showing the results of a
servant leadership mindset.
Experiential Learning Exercises
In this sub-section I present three experiential learning exercises. They were:
(1) Dealing with the Dark Side, (2) Washing Feet, and (3) Communion.
Report on the Dark Side of the Leader
The objective of this case study was to encourage participants to hear and
think about their "Dark Sides." The Dark Side usually consists of those private areas
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in the life of a leader that nobody knows about, but that often come to light in a public
arena and may destroy the minister or the leader forever.
Participants were encouraged to change those areas that seem to be weakness
of character, including failing under temptation, and lack ofpriorities related to how
to deal with their families, spouses, work, and members of the church.
Procedure and reports. Participants were divided into three teams of five.
Each group spent ten minutes discussing the Dark Sides of the majority of leaders that
they knew. Then each group representative was called to share the group's findings.
After all had shared their findings, I asked the participants to write on a sheet of paper
their personal Dark Sides. They received instructions to retain their confessions in
their own hands and keep their Dark Sides secret. When all of them had finished
writing their Dark Sides, I asked them to place their paper in a basin to be burned.
Participants received instructions to be divided into the same teams again and
pray one for another's Dark Sides. I asserted, "In the same way that the fire is burning
the paper, the Holy Spirit can consume and remove your sins, mistakes, and wrong
decisions.
This experiential learning experience was an intimate moment of discussion
about weaknesses of the leader and prayer. Participants brought lists ofweaknesses to
be presented before the entire group.
Group Group Response
1 Being impulsive on judgment; measure people by their knowledge;
compare own ministry with others; impatience when listening; over
valuing the budget of the church; too self-confident; talking
devotional disciplines for granted.
2 Liar, sarcasm, unfaithfulness, arrogance, pornography, rebellion,
complacence with mistakes, and lack of devotional life.
3 Pornography, waste of time, dishonesty,and lack of prayer.
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Participants presented their lists to be burned. Then we prayed for each other in our
three teams.
The Foot Washing
This experience started with a brief reminder of part of the teaching on "The
Heart of the Servant Leader."
The teaching presented on foot washing. The goal for this experience was to
offer an act of teaching, service, and modeling. In the teaching I addressed issues of
love, power position, and service in leadership.
The basic consideration behind the text ofwashing the feet was the
misunderstanding of the disciples about the kingdom ofGod. They were concerned
about the material world and Jesus discerned it. Not long before Jesus' triumphant
entry into Jerusalem (Matthew 21), the disciples learned two things about power.
First, they learned about Jesus' death (Matthew 19:17-19) along with the power of
resurrection; and second, they learned about who would be sitting in the place of
privilege near to Jesus (Matthew 20:20-28). For this second item, Jesus told them
saying, "you don't know what are asking" (verse 22). The other disciples were
furious with James and John for asking such a question. I believe that they were angry
because they wished they had made the same request first. Jesus as teacher and
discipliner called them together and said, "You know that the rulers in this world lord
it over their people, and officials flaunt their authority over those under them. But
among you it will be different. Whoever wants to be a leader among you must be
your servant, and whoever wants to be first among you must become your slave. For
even the Son of Man came not to be served but to serve others and give his life as a
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ransom for many" (Matthew 20:25-28). The disciples seemed to be aware of this
teaching, but it was not at all clear to them.
In the episode of "sitting near to Jesus," the disciples demonstrated their view
ofpower, but Jesus showed a different perspective about power. It seems that Jesus'
answer to that episode was not about humility, but about power in the kingdom of
God. Washing their feet was a practical experience ofpower in action. It was not only
a teaching about service, or humiliation, but also a demonstration of being great in the
kingdom of God. In this sense, whoever wants power must serve. It's that simple.
The style of leadership taught by Jesus was not from this world. Servant
leadership was the model brought from heaven. Therefore, it should be the model for
pastors. Service and humility is the real power and the essence of redemption for any
culture (Philippians 2:5-9). This was Jesus' first beatitude (Matthew 5: 2). He is
ultimately the Lamb ofGod, which means humility and death - the power over death.
The experiential exercise of foot washing. After explaining the meaning
behind the washing of feet, I brought my chair to the center of the circle and I called
my wife to come and let me wash her feet. I offered her a word of appreciation and
explained why I was washing her feet. Following my example, Miriam did the same
to somebody else. Then the other participants started doing the same to each other
and continued washing feet. Below, I describe the conversations among some of the
participants using their Numeric Identifier (NI).
Numeric
Identifier
(ND
Statements from Participants
5 NI 5 came to the circle, called NI 1 , and said: / have said that I never
would bendmyselfbefore this pastor. But today, Iwill wash this
servant sfeet. I felt he disdained me when we were in a circle of
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friends. He attacked me. I ask God to destroy this feeling in my heart
and I bless NI 1 . NI 1 asked forgiveness, and these two pastors
prayed and cried while NI 5 washed the feet ofNI 1.
1 After this moment, NI 1 asked NI 4 to come to the center of the
circle. And NI 1 said: / want to wash the feet ofsomeone who I have
said that I would not trust, but today I want to have him in my circle
offriends. I want to wash the feet ofNI 4. Ifhe allows me Iwill have
him close to me. Later on, in the next appointment came a surprise:
the bishop put NI 1 as the associate pastor to NI 4. The bishop never
knew what happened in that retreat center. Later on, NI 1 said to me:
If the washing offeet had not happened, Iwould not have accepted
that appointment.
3 NI 3 also directed her talk to NI 4. 1want to wash your feet because
we had trouble with our relationship in the past. NI 4 said: / spoke
angrily to you. I now askyour forgiveness. I don 't deserve you
washing myfeet. NI 3 replied: / wasn 't expecting to wash yourfeet.
But Ifelt compelled to do so. NI 3 did it. Then NI 4 washed the feet of
NI 3 too, and both hugged each other and cried while the other
participants were touched. This was a meaningful healing moment.
4 NI 4 stood and said: /want to wash the feet of the NI 6 and be
gratefulfor your life. I know that I was not a goodpastor to you. I
want to wash your feet." NI 4 continued: You know almost everything
that occurred with me in that church while I was yourpastor. But by
this action ofwashing yourfeet I want to askyour forgiveness for not
being an example ofapastor for you, even being the pastor who
baptizedyou. They hugged each other and prayed together.
6 NI 6 said a very beautiful sentence to NI 8: /want to exchange the
stole for the towel. He was saying this symbolically. He wanted to say
that he was changing the position ofbeing pastor for the privilege of
being a servant. He continued addressingNI 8. He said: / talk too
much and incisively. And I committed a lot ofmistakes. Iwant to ask
your forgiveness because while we were at the seminary I could not
see you, and I raised an intentional bar against you. Please, forgive
me. Iwant to wash your feet.
Researcher Everybody washed the feet of someone and spoke sentences of
appreciation. At the end, they decided to ask my wife and me to be in
the middle of the circle and they wanted to wash our feet and express
some words of gratitude.
Report on Communion
This component of the course was divided into three parts: A time of sharing
about the communion, a time of participating in the communion, and a time to pray
for each other's life and ministry.
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Preparation for communion. We had two foci for communion, (1) the
communion of the desert, and (2) the communion of Jesus Christ.
First, I guided the participants to remember the Exodus and have the
"communion of the desert." During that time ofwalking in the desert, the people of
Israel suffered from the hot weather, the lack of their own land, their uncertain future,
the fear of their enemies, and other struggles experienced. All these things represent
the difficulties that we need to overcome in our ministry. The symbols for that aspect
of our communion were water and bread.
They were suffering in the desert, but the people ofGod could count on God's
promises. God promised a land with many benefits. Promises represent the
accomplishments in our ministry: souls being saved, the seed producing fruit, the
church growing, and other rewards that please us. The symbols for these rewards
were milk and honey.
I explained that God provides these two symbols to keep us close to him,
making us conscious of his presence, and making us always reliant on him. Then we
shared about the communion of the body and the blood of Jesus.
The procedure of these symbols. I set the table with these three kinds of
symbols. On one side of the table I placed a vase ofwater close to a plate with bread,
then I placed a pot with honey and a cup with milk close to another plate with bread,
and finally a plate with the bread for the communion of Jesus and small cups with the
wine.
The ceremony proceeded in the following order: First, the participants took a
piece of bread, immersed it in the water and ate it. Then the same gesture was used
130
with the bread in the honey and the milk. They ate of these symbols, and finally took
another piece of bread and a small cup with wine and waited until everyone had
experienced the ritual.
While participants were coming to participate in the "communion of the
desert" they were silent, and 1 asked them to think of all difficulties they had in their
ministries�problems involving their families, finances, health, and other possible
enemies. When they picked up the bread and the water, I encouraged them to
remember that difficulties are part of our ministry. The prosperity gospel defenders
do not see Christian life in this frame of reference. But the gospel does not authorize
us to overlook temptations, tribulations, and all kinds of circumstances troubling our
lives.
Participants took a piece of bread and ate and drank a small cup ofwater.
Then, I encouraged them to think of God's promise that he is always with us. Some
additional comments were offered and they took a small piece of bread, immersed in
the honey and then in the milk while I announced that their lives should be full of
blessings not because they deserved them, but because God is merciful. Then we
participated in the communion of Jesus Christ.
Prayer for lives and ministry. After communion, each person chose someone
to pray with for his or her life and ministry. In that time of prayer I instructed them to
pray for the same ingredients (testing, promises, and life with Christ) and in the same
order that we had experienced in communion.
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The Emphases of the Course
The objective of this research was to explore whether or not a course exposing
pastoral leaders to the model of servant leader could change the attitude and
behaviors of these leaders from a traditional leadership mindset to a more biblical
model - servant leadership. Therefore, so far in this chapter I have presented part of
the data that answered the second question ofmy research: How effective was this
course in producing the desired shift in leadership practices? I have presented the data
given as participant comments through the lens of the components of the course:
Teaching sessions, reading of books, case studies, and experiential learning exercises.
To continue answering the second research question, I now present the data
obtained through the lens of the four main emphases of the course, along with the pre
test and post-test surveys. The emphases were: (1) the focus of the servant leader, (2)
the influence of the servant leader, (3) the character of the servant leader, and (4) the
heart of the servant leader. These emphases will also be the lenses by which I will
interpret the data in Chapter 5.
The data from the surveys (PDS and CLDS) are presented in keeping with the
four main emphases of the course teachings. Table 5 below connects the 20
statements on the surveys (see Appendix 2) with the topics of the course and the four
emphases they addressed. I followed the same system of numeric identifiers used in
reporting the qualitative data to help maintain the privacy of participants and their lay
leaders.
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Participants responded to each statement using a Likert scale from 1 to 5, with
1 representing strong disagreement and 4 representing strong agreement. In addition
participants wrote comments to some of their answers.
Table 4 - Correlation ofNumbered Survey Statements to Emphases
Emphasis Description of the Emphasis Related
Statements
The Focus of the
Servant Leader
Growing in Service: vision, mission, and
empowerment.
7, 10, 11,
12, 13
The Influence of
the Servant Leader
Growing in Influence: authority, excellence,
listening, persuasion, empathy, modeling, and
development.
2, 5, 6, 8,
17
The Character of
the Servant Leader
Growing in Character: values, truthfulness,
integrity, and credibility
4, 9, 16,
18,19
The Heart of the
Servant Leader
Growing in the Heart: humility, love, altruism,
patience, gentleness, teachableness,
receptiveness, consistence
1, 3, 14,
15, 20
Shifts in Leadership Focus
The focus of the servant leader is on people by looking for ways to improve
their lives. Servant leaders stand for helping people to grow in service, vision, and
mission. Servant leaders feel satisfied when they can help to empower and develop
people. The following table shows the related statements for the Focus of the Servant
Leader emphasis.
Table 5 - Statements Related to Focus
Focus of the Servant Leader - Emphasis 1
Statement
#
Statement Description
07 People in your church know that you are in charge and have control
of everything in the church.
10 People in your church have confidence in your ability to anticipate
the future and its consequences.
11 People in your church believe you are preparing the church to make
a positive difference in the world.
12 People in your church believe that you are committed to helping
them develop and grow.
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13 People in your church feel a strong sense of community in the
church that you lead.
Participants reported improvement in this area when comparing the results
from their scores one month before the course started with the same survey six
months after the course ended. The combined results showed that participants believe
they improved by 8.3% in this area while their improvement was only 0.7% as seen
by the lay leaders surveyed.
Table 6 - Comparing Pastors with Lay Leaders on Focus
Emphasis Mean Score
Pastors
Before
Focus 4.10
Emphasis Mean Score
Lay Leaders
Before
Focus 4.49
Emphasis Mean Score
Pastors
After
Focus 4.44
Emphasis Mean Score
Lay Leaders
After
Focus 4.52
% Increase
Decrease
8.32
%
Increase
% Increase
Decrease
0.72% Increase
The "Focus of the Servant Leader" table shows evidences of their
development. Perhaps participants improved their vision for ministry their mission for
ministry become clear. Over all, they understood that their lives as servant leaders
needed to be focused in people more than in accomplishment or administrative tasks.
Following I present the Table 6c of comments.
Table 6c - Participants' Comments on Focus Statements
NI Before the Course Six Months after the Course
2 The answer for statement # 7 was:
It is not easy to have control of
everything. I'm lookingfor a
shared leadership.
/ see changes. For instance, my
prayer leader organized a seminar
without talking to me. And my leader
said, "Pastor, I did that seminar
without saying anything to you. It was
great! The response ofNI 2 was: /
didn 't lose control, I gainedmore!
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3 The answer for statement # 1 1
was: We are praying to have an
impact in the world
Yes. We do.
4 The answer for statement # 13
was: / disagree. There is still too
much individualism in my church.
Iperceived tremendous growth,
specially living as a body.
12 The answer for statement # 7 was:
/ have perceived that I have talked
about a serious thing in the
church, but Ifeel that people are
not willing to change.
It is amazing. Igave the same course
on servant leadership for my leaders.
One ofmy top leaders was very
confronted with this model. She
started thinking she was an example
for people in her ministry. This moved
her to care more for the people she
works with in such a way that she is
helpingpeople in theirpersonal
problems and caringfor them.
12 The answer for statement # 13
was: Iperceive some independent
groups in the church and some
people alone.
The church was divided when I came
to the church. There was a very closed
group that nobody could enter. Today,
they changed and opened their group.
There is no longer a closed group.
13 The answer for statement #12
was: I think so.
We had several training (classes) after
the course for servant leaders. I have
all my leadership participating in the
school of leaders.
15 There was no comment to question
# 7. He circled the number 7 at a
"4 "
I have perceived lots ofchanges. 1
started givingfreedom to my leaders
to work. More leaders have showed
up. I have today 34 new leaders.
There were some good responses but the Numeric Identifier (NI) 12 presented
a special response comparing the survey before the course started and 6 months after
the course ended. To the statement # 7, NI 12 declared that people were not willing to
change. After the course, NI 12 perceived that the principles of servant leadership
were received from one ofhis/her top leaders in such a way that that leader became a
counselor - caring for people. I believe that the response ofNI 12's lay leader is
directly related to the treatment that this leader received from pastor NI 12. People
usually are willing to help others when they feel that somebody helps them.
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Shifts in Leadership Influence
Leaders influence people when they are examples, encouragers, developers,
and meet people's needs. Table 7 shows the statements used to tabulate the
participant responses.
Table 7 - Statements Related to Influence
Influence of the Servant Leader - Emphasis 2
Statement # Statement Description
02 People in your church believe that you want to hear their ideas and
will value them.
05 People in your church see you as the boss of the church.
06 People in your church come to you when the chips are down or when
something traumatic has happened in their lives.
08 People in your church follow your requests because they want to, as
opposed to because they "have to."
17 People in your church see that you are always accomplishing your
tasks, promises, and goals.
Looking at the pastors' self evaluation and leaders' evaluations it would
appear pastors need to improve their influence. The participant self-evaluation
showed that they declined in influence 7 % from the beginning of the course, while
followers see them as having decreased 9.8% n the same period.
Table 8 - Comparing Pastors with Lay Leaders on Influence.
Emphasis Mean Score
Pastors
Before
Focus 4.10
Influence 4.15
Emphasis Mean Score
Leaders
Before
Focus 4.49
Influence 4.08
Emphasis Mean Score
Pastors
After
Focus 4.44
Influence 3.86
Emphasis Mean Score
Leaders
After
Focus 4.52
Influence 3.68
% Increase
Decrease
8.32 % Increase
- 6.83 % Decrease
% Increase
Decrease
0.72% Increase
- 9.80% Decrease
\
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Although the data overall show a decline in influence, some good answers to
the statements in the surveys clarified some change for the better in this area. The
next table shows the related statements for the "Influence of the Servant Leader"
emphasis and reports from participants.
Table 8c - Participants' Comments on Influence
NI Before the Course Started Six Months after the Course
1 The answer for statement # 6 was,
There are many shy people that
don 't like to open their lives.
After the course, Iperceived that people
looked to me for counseling. They saw
me as a friendpastor. Today I know
areas in some people 's lives that even
wives or children don 't know.
7 The answer to statement # 5 was:
Some people see me as the boss of
the church.
Manypeople perceived that I have
changed. Theyperceive that I am
available to hear them with attention,
and value their ideas and opinions.
14 The answer to statement # 5 was:
It should not be like that. But
culturally people see us as the
boss. I'm trying to work toward a
balance.
I think that authoritarianism is a
weakness in a leader.
9 The answer to statement # 5 was: /
try to share my tasks with my
leaders.
I never saw myselfas an authoritarian
leader, but today I have paid more
attention to this matter
Influence was the area that actually showed a decline. However, some results
were positive. Numeric Identifier (NI) 7 called my attention to statement #5 and said
before the course that some people saw him/her as the boss of the church. In one of
teaching sessions and during the case studies, we discussed the way people influence
others. Manipulation or coercion was not the best option for influencing people. We
discussed that people are influenced best if the leader sets the example, encourages,
develops, or meets their needs. This participant attested that people recognized that
he/she was paying more attention to them and valuing their opinions. Usually a leader
with the characteristic of "boss" wants to be heard instead of listening to people.
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Shifts in Leadership Character
Character is what we are in the dark about. It is difficult to measure the real
character of someone, because he/she can use masks. But there are some signs that we
usually can perceive in their values such as honesty, integrity, and trustfulness. These
things, together with competence, help leaders to be credible in the eyes of their
followers. The next table on character shows the related questions for the Character
of the Servant Leader emphasis.
Table 9 - Statements Related to Character
Character of the Servant Leader - Emphasis 3
Statement
#
Statement Description
04 People in your church come to you first when they are in trouble.
09 People in your church communicate their ideas and vision for the
church when you are around.
16 People in your church are influenced by you because of your pastor
position.
18 People in your church see you as a leader with good habits,
including having a disciplined life.
19 People in your church know that you make decisions based on your
values and principles.
Results show that pastors grew in their integrity of character which is essential
for the servant leader. The records show that they had an improvement of 1 .3% six
months after the course ended. Their local leaders, however, did not perceive this
growth.
Table 10 - Comparing Pastors with Lay Leaders on Character
Emphasis Mean Score
Pastors
Before
Focus 4.10
Influence 4.15
Character 3.91
Emphasis Mean Score
Pastors
After
Focus 4.44
Influence 3.86
Character 3.97
% Increase
Decrease
8.32 % Increase
- 6.83 % Decrease
1.28% Increase
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Emphasis Mean
Leaders
Before
Focus 4.49
Influence 4.08
Character 3.99
Emphasis Mean
Leaders
After
Focus 4.52
Influence 3.68
Character 3.99
% Increase
Decrease
0.72% Increase
- 9.80% Decrease
0.00 % Increase
Table 10c shows some participants' comments on statements related to this
emphasis comparing their answers before and after the course.
Table 10c - Participants' Comments on Character
NI Before the Course Started Six Months after the Course
1 The answer to statement # 4 was:
They lookfirst to other people in
ministry, then they look at me. This
answer could be a good answer if
thinking in terms of empowerment.
But that was not the reason. Code #
2 confessed he was not trustworthy
enough.
Yes. Sometimes I have to hang up the
telephone because manypeople are
looking to me for advice.
13 The answer to statement # 4 was:
There are situations that people go
first to theirfriends.
Iperceived thatpeople came to see
me more. Perhaps because I am more
dedicated to the church.
3 The answer to statement # 9 was:
Sometimes 1 see them embarrassed
when I am around.
After I have changed and started
listeningpeople more, they have
opportunity to express themselves.
For instance, a leader came to me and
said that we do not need to have the
same opinion. That member would not
tell me before.
2 The answer to statement # 19 was:
My goal is to act according to the
Bible!!
Iperceived that I started doing tasks
that I never did before. My members
perceived this.
Numeric Identifier (NI) 1 's response to statement number 4 showed that
he/she improved in how people trusted him/her. In another conversation I heard
him/her report the same thing.
Shifts in Leadership Heart
The Heart of the Servant Leader is the way participants show love for other
I
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people in a meaningful and practical way. Leaders with the heart of a servant are
essentially humble and deal with power in God's way. The following table describes
the questions used to understand the level of growth in the participants' lives.
Table 11 - Statements Related to Heart
Heart of the Servant Leader - Emphasis 4
Statement
#
Statement Description
01 People in your church believe that you are willing to sacrifice your
own self-interest for the good of the church.
03 People in your church believe that you understand what is happening
in their lives and how it affects them.
14 People in your church see that you are discipling your leadership so
they are becoming more mature and skillful.
15 People in your church perceive that you are more a relationship-
oriented pastor than a task-oriented pastor.
20 People in your church see that you enjoy helping leaders to grow.
Having participated in the course, participants showed growth in the area of
heart. Their understanding of the heart of the servant leader became clear and they
had a self-evaluation improvement of 15.09% six months after the course ended. The
lay leaders, however, perceive only 1.62% of growth in this area.
Table 12 - Comparing Pastors with Lay Leaders on Heart
Emphasis Mean Score
Pastors
Before
Focus 4.10
Influence 4.15
Character 3.91
Heart 4.12
Emphasis Mean Score
Leaders
Before
Focus 4.49
Influence 4.08
Character 3.99
Heart 4.32
Emphasis Mean Score
Pastors
After
Focus 4.44
Influence 3.86
Character 3.97
Heart 4.74
Emphasis Mean Score
Leaders
After
Focus 4.52
Influence 3.68
Character 3.99
Heart 4.39
% Increase
Decrease
8.32 % Increase
- 6.83 % Decrease
1.28% Increase
14.98 % Increase
% Increase
Decrease
0.72% Increase
- 9.80% Decrease
0.00 % Increase
1.62 % Increase
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Following are comments from participants to related to emphasis 4.
Table 12a - Participants' Comments on Heart
NI Before the Course Started Six Months after the Course
4 The answer to statement # 3 was, /
believe that some of them do not
want to bother me.
/ have perceived many more people
coming to talk to me.
12 The answer to statement #14 was,
/ started a discipleship group and
we are trying to bring maturity to
them.
After the training I have more concerns
for my leadership. Imet them in a
repeatfor two consecutive days to
share.
15 The answer to statement # 1 was, /
have made many sacrificesfor the
church. They have seen this.
I understood what it is to be servant.
My leadership understood too. Today,
they give more time for the church.
7 The answer to statement # 3 was,
There are lots ofmembers. It is
difficult to give the attention that
everybody deserves.
After the training I became closer to my
leadership. I started valuing
relationships as never before.
NI 15 said that after the course some people started giving more time for the
church. The way this pastor treated his/her members may change the way they treat
others as well. Love is always something contagious.
The following tables and graphs present the general results of both pastors'
self evaluation comparing the survey before the course and 6 months after the course
ended.
Table 13 - General Results Evaluating the Shift of Leadership of the Pastors
Emphases Mean Score
Pastors
Before
1 4.10
2 4.15
3 3.91
4 4.12
Emphases Mean Score
Pastors
After
1 4.44
2 3.86
3 3.97
4 4.74
% Increase
Decrease
8.32 % Increase
- 6.83 % Decrease
1.28% Increase
14.98 % Increase
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General Results
Comparing Pastors' Self Evaluation
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Pastors After
Figure 2 - Pastors' Leadership Shifts Comparing Pre-and Post-test Scores
Table 14 - Evaluation of Pastors by their Lay Leaders
Emphases Mean Score
Leaders
Before
Focus 4.49
Influence 4.08
Character 3.99
Healing 4.32
Emphases Mean Score
Leaders
After
Focus 4.52
Influence 3.68
Character 3.99
Healing 4.39
% Increase
Decrease
0.72% Increase
- 9.80% Decrease
- No
change
1.62 % Increase
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General Results Comparing Leaders'
Evaluation of Pastors
D
I
Mean Score for
Leaders Before
Mean Score for
Leaders After
Figure 3 - Lay Leaders' Perceived Shifts Comparing Pre- and Post-test Scores
These graphs reveal that the pastors who completed the course believed they
demonstrated growth in three of the emphases of the course (focus, character and
heart), but they still need to work on influence.
The results seen in the surveys show some evidences of change, but the
Leadership Final Change Evaluation (LFCE) given as an interview six months after
the course ended showed positive results from the course on servant leadership issues.
Leadership Final Change Evaluation
The interviews six months after the course ended (LFCE) showed additional
evidences of change. I asked three questions: (1) What has changed in your life after
the course? (2) How did you apply your learning to your church leaders, if you did?
(3) What were the results?
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The records showed that there were other changes, most of them applying to
their lay leaders, and there were some meaningful results from their practices. Some
of their responses appear below.
Table 15 - Pastors Reflections on the Impact of the Course
NI Participants' Report to the LFCE
1 / can say that my ministry divided into two parts: before the course and after
the course. I became stronger as a decision maker leader. God showedme
the privilege ofserving and the responsibility of the task I became a
concentrated listener. Imet my leaders during 3 consecutives Saturdays to
share the principles ofservant leaders. Now I have a staffgroup that is
willing to meet and very enthusiastic about being together.
2 1 changed my model ofbeing apastor. I 'm now lookingfor being an
example. I organized and applied a 3-day seminar with my leaders. At the
end, we realized that we had verypoor influence in ourfamily, community,
and church. We are changing these.
3 I was one who had lost belief in people. God changedmy life in that course. I
was deeply ministered to in some ofmy hurtfeelings. I called my leaders to
meet with me for 3 days during 5 hours each day. They were angry at the
first day. In the second they were happy. My church is changing after my
changed behavior. I became more interested in their problems and became a
alert listener.
4 Some people started saying that I was doing things like Jesus. 1prepared a
retreat seminar with my leaders and gave them the book The Tale ofThree
Kings. We shared 21 days ofpartialfasting to become better Christians. I
never felt like I do now. I am a better husband and better pastor too.
6 My wife read the James Hunter book and she understood my changes. I
couldn 't meet my leadership yet to apply the course. Ipreferred to be sure
that they were seeing my changed behavior so the training would be more
effective.
7 I already had some knowledge about the model. I thought that it was a
Utopia. I understood that ifI want my church to become a servant church, I
should give the example. Imet my leaders for an entire day to share
principles gained in that course. I have an idea. I wrote a letter to each ofmy
30 leaders sharing my appreciation for their jobs at the church. I was
surprised that they avoid talking about the letter. But I realized that they
started changing attitudes in many ways.
9 The servant leadership model was something that I already was practicing as
leader somehow. But, Imet my leadership during two consecutives Saturdays
from 1 to 5 pm to share the principles ofservant leaders. In the first meeting,
one of the church leaders put coffee on the table. In the second meeting, she
served us personally.
12 I started having more concern for people. I used to be more task oriented. I
\
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met my leaders in a retreat center and shared some ofthe servant leadership
principles. 1 gave my leaders the book we used in our course for pastors.
One ofmy church leaders opened his home to become a small group ministry
home. She had never opened her home for church meetings before.
13 To become a servant leader is something that requires more complicated
work than to become an authoritarian. I learned that as a leader, God called
me to serve. I am using some principles ofservant leadership during my
preaching, but I didn 't meet my leaders to share the principles in a formal
course yet. I have perceived that something has changed. Some ofmy church
leaders have commented that they see changes in my life.
14 The training changed a lot the way I lead the church. It caused a positive
impact in my life. Imet with my leadershipfor 6 months once a week to
spread the learning. Iperceived changes in my leadership as well.
15 I already knew about the servant leadership attitude while doing Anselmo 's
trainingfor the laity to become a missionary. During the course on servant
leadership I was asked about my dream. I thought: my dream is to be
successful. When the course ended, I changedmy view. Now I want to
become an effective servant leader. Imet my leadership for 2 consecutive
weekends to share about servant leadership principles. I noticed that they
gained courage to testify to their faith and to do the right thing. They are not
afraid ofcommitting mistakes. Their self-esteem grew. They know that I am
their partner in their journey ofbeing servant ofJesus Christ.
The responses from participants to all components used during the course
were amazing. Participants enjoyed staying together and sharing their lives in that
course. The results were great for them and for their ministries too.
After returning to their homes, they started thinking differently about the way
they behaved with their people and their families. Their devotional lives improved
and they became more kind with their members and their families.
The surveys showed only minor results for reasons I will attempt to explain in
the Chapter 5. Overall the responses were positive and gave the impression that all of
us grew up in this mutual community learning.
In the next chapter I will analyze the results of the finding in Chapter 4 and
offer some useful comments from participants to explain the validity of the course on
producing important shifts toward leadership practices.
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A Summary
This chapter answered research question number two: How effective was this
course in producing the desired shift in leadership practices? The necessary data were
presented from two perspectives: (1) Evaluative data on each component of the
course; and (2) data evaluating shifts in leadership related to the four main emphases
of the course.
I began by describing the role of the participants. Then I described the
components of the course along with the reading sections, case studies, and
experiential learning exercises. Finally, I presented the emphases of the course and
comments received using the leadership final change evaluation.
CHAPTER 5
ANALYSIS OF THE DATA
Introduction of the Chapter
Theorists on church growth have looked at common reasons why some
churches grow and some do not. Certainly, Brazil amazes them. There is no doubt
that God is at work in that land, making Brazil a giant mission field case study.
Because of the church growth in Brazil it is necessary to expand the internal growth
along with other dimensions of growth. Moreover, the authoritarian leadership model
at work in the several churches ofBrazil seems largely unaware of the contextual
democratic spirit of Brazil. Even secular people already have perceived this new
spirit. James Hunter's bestselling book confirms this thought that is missing in some
Brazilian Christian leaders. It follows that the field is prepared for the church to start
a new moment in its story, restoring the image of leadership that some leaders of the
Evangelical church have lost in recent years.
This study searched for a model of leadership that would match the church of
Brazil. What follows is an evaluation and analysis of the results of this study, the
learning from the research, and unexpected findings arising from the study.
Evaluation and Analysis of the Data
The course specially tailored for pastors provided important tools for the
spiritual formation of pastors of churches of Brazil, especially in the Methodist
church. After five days together investigating the model of servant leadership, a group
of 13 pastors came to the conclusion that the model is applicable to the church of
Brazil and that it succeeds in producing shift in leadership practices. The question that
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the researcher had as soon as the course ended was whether the results of the course
would be multiplied or whether it would only impact those at the retreat. After
participants returned to their churches and applied the model to their local leaders,
they came to the conclusion that the model could produce great results in other people
as well. Participants tested it by applying seminars, teaching, and other strategies,
and confirmed in the LFCE interview that it helped them to develop their key leaders.
Leadership focus, influence, character, and heart emphases permeated this
research. The study revealed that several problems concerning current leadership
practices might be well addressed by these emphases.
The Focus of the Servant Leader
The focus of those described as servant leaders is on the desire to serve others.
They serve people by helping them fulfill their vision and mission. Servant leaders
feel responsible for improving a sense of community. I observed that this happened in
some ways. For instance, in the church of participant #12, the first time the survey
was done there were factions in the church. After the pastor had taken the course he
reported that there were no more factions because he/she had dealt with them by
promoting a sense of unity. This was accomplished not by condemning them but by
serving them, by investing in the leadership development of the group, and seeking
the best for them in a humble way. This result makes sense because one ofmain
characteristics of servant leaders is that they usually promote a sense of community
where they are working.
I have learned that even in a culture in which the meaning of "servant" finds
barriers, servant leaders can reach people because they desire the best for others. The
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utmost test of a servant leader is when he/she looks back and sees that those under
his/her leadership became better persons.
One participant in the second day of the course, said, "Servant leadership is a
Utopia." When he/she made this comment some of the participants agreed with
him/her. I had no answer for that statement. I expected that the result might show
different results. Six months later 10 of them said that they realized it was not a
Utopia; it is possible to be a servant and a leader at the same time.
Servant leaders know that they usually are at odds with other paradigms. They
promote holiness where people do not care about spiritual life. They see hope when
others feel defeated. I almost can see the hearts of the Pharisees when Jesus did not
condemn that adulterous woman (John 8:1-11). Beyond teaching about humanity and
love, Jesus was teaching his disciples what is to be a servant leader. Servant leaders
have compassion and always see a new opportunity when people are wrong. They
think in terms of people and their development.
Participant #15 said before the course started that he/she avoided meetings
with his/her leadership because meetings were "boring," and instead devoted time to
administration and finances. Six months later he/she said that not only had the leaders
started to enjoy being together, but the number of leaders had also increased from 12
to 34. It is amazing to see how they could change their perspectives from a boring
team to a growing and fascinating team. The reason for that he/she believed to be a
change in focus, from focusing on the institution to focusing on people and their
development. This is the servant leader's call - the call for developing leaders that
develop leaders. This is a critical issue for the Brazilian church. Discipliship should
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not consist only in biblical studies, but also should produce accountability and
growth.
When a participant said, "I have become a careful listener to my church
people and my family," I realized that he/she had acquired an important quality of
servant leader. This testimony revealed that leadership in search of an adequate focus
can produce amazing fruits and that the achievement is not as distant as some may
think.
The emphasis of "focus" is a matter of seeing how to serve people. Pastors
who start doing this can begin a process of becoming servant leaders. As a result they
can improve their ministries by empowering their leaders and caring for others. I
observed that community spirit is built through a sense of fellowship and
collaboration. In our course at the retreat center we set an example ofbeing in
community and sharing together some of our difficulties in growing. They did the
same with their leaders. For this reason, many changed their perspective.
Empowerment is a powerful key for sharing strong ministries, and care can be
shown by taking people seriously through listening and discipling.
Secular business people in Brazil began perceiving that the selfish type of
behavior in leadership was losing credibility in the market. Church leaders need to
follow this example. Curiously, this should have been initiated by the church instead
of secular people. As preacher of the gospel, I often said that the church had all the
answers for morality and that secular people were not capable of bringing Christian
values to society. This was the role of the church.
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I learned from this research, however, that church leaders who begin to pay
attention to insights from the secular literature can contribute to change. I assumed as
I began this research that if church leaders started changing their focus, they would
understand the call ofChristian leaders in history, such as John Wesley, Mother
Teresa, and Martin Luther King Jr. who said, "I have a dream." And whose dreams
were with and for people. This is the challenge for any Christian leader - focus on
people. The indications are that the Servant Leadership Pastors' Course helped
produce a shift in this direction.
The Influence of the Servant Leader
Servant leaders improve their influence by encouraging, meeting people's
needs, developing, and being examples. I expected that participants would learn how
to influence people for their best by living out these characteristics. Participants of the
course left the training challenged to become better leaders as pastors in church and
as spouses and parents in home. Actually, during the course eight of them suggested
bringing their wives to participate in training like this. Seven testified to improvement
in how they functioned as examples and encouragers, and said that their ministries
would be different from that point forward. There is a great need for Brazilian church
leaders to continue to learn how to exercise this kind of influence.
Some church leaders in Brazil follow the wrong successful people and this has
created a distorted view ofGod's blessings and people's achievement. In one of our
discussions about the prosperity gospel, which is a strong theology in Brazil, we
realized that such churches grow because of a focus on people's needs. But they often
use people for their own purposes. The prosperity gospel does not match up well with
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the gospel preached by Jesus and other Christian servants in history. For instance,
Jesus said that in this world we have afflictions (John 16:33), and the apostle Paul
confirms saying that ....we there are tribulations (Romans 5:3,4). The prosperity
gospel usually does not emphasize this topic. Rather, it tells that when one comes to
Christ everything will be okay - no more problems, etc. In our discussions about how
to meet people's needs, we came to the conclusion that servant leadership is about
caring, and that was the way we influence people.
A photographer expressed this word about Mother Teresa:
I feel extraordinarily lucky to have witnessed a bit of her life. She had a
presence of great strength, enormous focus and love. I don't think Mother
Teresa even noticed me when I was there. She's not the kind of person who
had an awareness of doing thing s for a photographer. She had a sole focus
and a powerful mission in life. She created a community ofwomen to care for
the people she loved most, the poor and the sick. These people she cared for
were just terribly ill but they adored her � called her mother. She wanted them
to get better, to go out and have their own lives.
(Mary Ellen Mark, September 5, 1997)
Servant leadership is about caring. We influence people not only by caring,
but also by modeling and being examples. Even though the reports from the lay
people surveys appeared to show little growth in the life ofparticipants six months
after the course ended, they did show some shifts in how participants started caring
for people. For instance, they noted how their pastors had started to prioritize their
families, listen to people intentionally, and look for ways to serve people in order to
set a good example for others.
One of the topics discussed on influence was the function of the manager and
leader. As mentioned in the literature review, management and leadership are
complementary functions. As pastors in the Methodist Church, we realize that our
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seminaries20 do not prepare people on issues of leadership but mostly on how to
improve management skills for the church. Participants also realized this was true
and they reacted positively to suggestions that this needs to be changed. Together, we
came to the conclusion that our seminaries need to improve their curriculums to
include devotional disciplines and leadership development instead of focusing
primarily on doctrine and Methodist identity.
While dealing with the emphasis on influence we talked about relationships.
Surprisingly, we realized that pastors are becoming isolated from people in a society
that promotes relationships. The model that we have in the Methodist church in Brazil
helps to reinforce this behavior. For instance, district superintendents usually are not
friends of their pastors. Their administrative position usually works against the role of
encouragers and counselors. In a similar way, because of their power position in
churches, pastors cannot show vulnerability. They do not have a safe place for
confession and restoration. How can this problem be solved? A solution for this
question came on the day we washed feet. Someone said, "I think that we need to
start an accountability group." From that point on, two accountability groups began
among those pastors who continue to share their weaknesses and achievements. If this
can become a practice among pastors generally, this model can help pastors survive
the temptations and difficulties they face.
In the conversation about the first movie, The Terminal, there was a tension
between being correct and being a friend. For Brazilians this never was a
20 The Methodist university offers several graduate programs, but there is no attention
given to the discipline of Leadership Development. See
http://www.metodistadorio.edu.br/novo/graduacao/teologia/2005/curso.htm
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preoccupying matter. In the review of literature on Brazilian cultural context, I
referred to the word jeitinho (make a way). That movie showed the character of Tom
Hanks with an insightful demonstration of doing jeitinho for his friends. Looking at
this from a Brazilian servant leader perspective, he acted as a servant. But the aspect
of servant leader is more than just being a servant. He must be a leader as well. Hanks
started as a servant and gained authority as a leader. The servant leader deals with
issues purposefully. Hanks influenced many people for their good. People started
loving him. This is something that happens with servant leaders - people not only
obey them, but also love them. And that is, perhaps, the greatest difference between
traditional leaders and servant leaders - servant leaders usually are loved.
The Character of the Servant Leader
Servant leaders are intentionally disciplined to have good character. I
expected that participants were already aware of how serious it is to be a Christian
leader. It is not only a matter of doing things, but being someone as well. There is a
battle for integrity that any leader should fight. But, for a servant leader this is a battle
that he/she cannot afford to lose. Their values depend on it. I came to the course
hoping for a good discussion on this topic and with the expectation of some shifting
of leadership practices.
In one of our conversations we understood that the character of the servant
leader is the same whether he/she is occupying the "throne" or not. He/she serves
anyway. We were referring to David, who received the anointing to become king, but
still served Saul. One participant confessed that before the course started he/she was
not trusted enough by church member for them to share intimately with him/her.
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After the course ended, the participant made an intentional effort to change, and six
months later people saw the difference. At that point the participant reported he/she
sometimes had to hang up the telephone because so many people were looking to
him/her for advice.
It was difficult to measure change in the participants' character. But some
signs of changing priorities for family, living a more transparent life, and looking for
accountability gave a sense that something good happened with their character.
The emphasis on character needs to be developed in Brazil. For instance there
was a pastor that admitted to not being truthful and yet after the course reported
restored credibility. Values, truthfulness, integrity, and credibility are spoken about
every day. Leaders in politics, executives in business, and top leaders in churches are
always subject to temptations that can sully their images and destroy their credibility.
The issue of character needs to be taught incessantly until the worldview of unreliable
leaders begins changing in society. The data showed that participants have grown in
this area and that the course could be a tool to help this enterprise.
The Heart of the Servant Leader
The heart of the servant leader was the last emphasis addressed in this study.
My expectation with this emphasis was to create a shift of leadership regarding power
position, humility, and love and prompt new attitudes and actions related to these
qualities.
One of the issues discussed on the heart of servant leader was the issue of
power position. At the core of servant leadership are three big issues
- power,
humility, and love. In the question dealing with power and authority, I realized that at
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the beginning participants still came with the idea that influence comes from power.
During the teaching section we realized that sometimes other leaders in our church
may have more influence then we do and that good servant leaders gain authority and
influence because of their service and inspiring lives. The feet washing experience
served as a great demonstration of power and humility, and told us that servant
leaders should deal with these two issues properly. The Methodist church and other
Evangelical denominations would be different if their governmental structures had a
different standard for promoting their leaders. Servants like John Wesley and E.
Stanley Jones can be examples of those who could occupy positions of power such as
becoming bishops, but preferred above all to be in the place to which God had called.
The study of power and position is an issue that Brazilians should pay
attention to. In the last year dozens of top Christian leaders have named themselves as
apostles. In reality, I do recognize that some leaders have an apostolic voice or
ministry. But naming oneself an apostle is another thing. As a result, a wave of
untouchable leaders in the neo-Pentecostal movements have appeared in the last
years, making the issue ofpower position one of the issues that seminaries and
churches need to deal with correctly through looking at Jesus Christ. I appreciated the
discussion among the participants about power position. I left the training with a
feeling that they grasped the idea, and hopefully would share this concept with other
pastors helping as many as possible to be free of this human temptation.
Participants in this course realized that our concept of leadership, power, and
authority needed to change to fulfill the model of leading that Jesus used. When Jesus
was on earth, the style of leadership exercized in society was authoritarian, like the
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Brazilian style. But Jesus shifted this paradigm of leading. In the course, an insight
was discussed: "We feed expectations of 'Saul' to succeed." This was a way of
saying that we want to win the war by disobeying God (I Samuel 13:1-23). Saul
wanted to keep his power position and he fought to maintain it. This is a tendency
that came to us from Adam's fall. Ifwe want to become like Jesus, we need to die to
the power position tendency. God wants "David" to grow inside of us. This means,
unless church leaders search for the kind of power and authority seen in Jesus we
cannot please God.
Interacting with the Remember the Titans movie, participants noted a positive
response regarding power positions. Coach Boone replaced coach Youst who
remained as associate coach on that team. That new position would not be a shock for
servant leaders. Servant leaders deal with power positions in a different way. I
enjoyed hearing from the participant who was appointed to being a district
superintendent. I called him to congratulate him and he said that God gave him the
privilege to serve his colleagues. Those are kind of words that we rarely hear from the
mouths of traditional leaders. They would say: "Yes, I deserve the position. I have
worked hard for that. I am proud of it!"
The Bible shows the example of John the Baptist. His disciples came to ask
him about Jesus. Instead of feeling bad about the growing influence of Jesus as a
prophet, John considered Jesus greater than himself and sent his disciples to follow
Jesus. He said that he was not worthy to stoop down like a slave and untie the straps
of Jesus' sandals (Mark 1:7).
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In the servant leader mindset, competition for position is not something to
which the servant leader should pay attention. The fight for position belongs to evil. It
is shaped by the ideal of Satan and has its foundation in the Fall.
Pastors, as Christian servant leaders, are given the call and privilege to
become leaders ofGod's people. Pastors are not in charge of their own flocks. They
should just be servants caring for God's people.
Another successful insight gained during the training was the conviction to
obtain a greater desire for humility. Humility and power go together to build the
heart of the servant leader. Servant leaders usually are not attracted to positions of
power. They are comfortable in the place they are. Church servant leaders should
know that the step for growing in power in the kingdom of God is the way of the
cross. As Jesus said, "The greatest among you will be your servant. For whoever
exalts himself will be humbled, and whoever humbles himself will be exalted"
(Matthew 23:12).
When I called the participants appointed to be a district superintendent to
congratulate him, he laughed, and said, "You are joking, aren't you? If I had become
superintendent before having the course I would be proud of this position. Now, I
understand that God gave me a privilege to serve some ofmy colleagues in my
district." I wonder if other superintendents have the same feelings about the position
in which God has placed them.
Servant leaders look at the accomplishment of the group. Servant leaders are
helpers to enable people to improve and grow. Ten participants appropriated the same
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training with their leaders. And some of them told me that they are amazed of the new
moment that their teams are experiencing.
Servant leaders can stay in the background of the scene while the actors are
making a good presentation. At the end, when the lights stop, they feel a sense of
accomplishment. For the servant leader the first position is just another position. At
the podium inn the race servant leaders run, every participant deserves a medal.
Servant leaders are always willing to enjoy the success of others. Servant leaders
recognize that the best award is to have the work done by the hands of those they
have coached, mentored, encouraged, and developed.
The emphasis of a leader's heart reveals one of the most important qualities of
a leader - love. Love and servant leadership are almost the same. When members of
the group were washing the feet of others and confessing their broken relationships I
thought: "How wonderful if this were a common practice among pastors! We learned
that as pastors we need each other as colleagues ofministry. There is no place for
competition, but only for mutual learning and helping in the kingdom of God.
Love is always what one does for others. It is not the kind of love promoted
by Hollywood or Brazilian soap operas. Christian leaders should understand that God
expects the same kind of love that Jesus expressed for us. It is the altruistic love that
gives up its own selfish interest for other people. It may seem idealistic, but Brazilian
church leaders need to start living like this. Four participants revealed that they were
struggling with love even in their own homes.
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I learned that servant leaders may have more chances to succeed in their
relationships than other styles of leadership including with their spouses because their
hearts are free to confess, repent, forgive, and restore.
The business practices of some Christian preachers and singers in Brazil is a
shame. A new generation of leaders needs to react to the recent church business
environment. Pastors should not ask $2,500 for preaching in a church as many secular
speakers do in the market place. My sister shared an illustration of this problem in a
church. She participated in a political campaign. The campaign committee called a
Brazilian preacher to preach in an auditorium for a group of believers. It seems that
somebody gave the wrong time to the preacher. Instead of arriving at 7:30 p.m. for
the service, he arrived 6:30 p.m. and was therefore too early for the service. When he
arrived, only two hundred people had shown up. Without being polite, he entered the
room where the staff was preparing for the worship and said: "How can you do that to
me. I do not preach for 200 people! Later on, he discovered embarrassingly that he
shown up an hour early. Examples like this have revealed to some of us who look for
a different kind of leader that we are missing something. One sometimes asks,
"Where are the Peters, Stevens, Pauls, John the Baptists, Patricks, John Wesleys,
Mother Teresas, Martin Luther Kings, Bonhoeffers, and others who could clarify for
today's Christian leaders what it means to be Christlike leaders. These leaders loved
their people more than themselves.
In the movie Remember the Titans, a group understood that between the two
effective coaches, one of them was more loved than the other. Perhaps, in business
and politics, people can lead without love, but not a spiritual leader who wants to be
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like Jesus. On the other hand, how can a leader be loved? The leader must love first.
There is no substitute for love to those expecting to build strong relationships and
influence people. At the heart of the servant leader is the desire to love people and
make their lives better.
The emphasis of heart is essential for us participant in that retreat and is for
Brazil because love for God's people is the first requirement for becoming a leader of
the church.
When we finished the course, I asked the group: "What do you think about
what we have learned this week?" Some of them replied: "Servant leadership is a
Utopia. But we understood that it is a call and we will follow what Jesus expects from
us as his leaders." Therefore, the desired effect of the course in producing shift in
leadership practices was reached. Praise the Lord.
Learning from the Research
One disappointing outcome was the data obtained through the surveys
completed by both the pastors and their lay leaders. There may be two reasons for
those findings. Perhaps the researcher designed survey itselfwas not as effective as it
could be, or/and there could be cultural problems related to filling out surveys. Both
motifs should be evaluated, but the second deserves attention first.
Back in the early description ofBrazilian culture, I reported some of our
authoritarian legacy. In business and other organizations the model seems to be
changing and a more participative style is taking place among business people. In
recent years, a new movement talking about servant leadership has growing
throughout Brazil. But the church has been slow in understanding what it means to be
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a servant leader. Usually "servant" in the Brazilian church is related more to a
function or task than to a style or model. People refer to a worker at the church as
servant of God. He or she can be authoritarian and have an awful testimony, but if
he/she preaches loud and knows how to entertain even using manipulation, many
church people consider the preacher as a great servant of the Lord.
This cultural aspect of leadership is still present in Brazilian people's
worldview. I think that when I distributed the first survey to the laity, perhaps some
answers were not adequately elaborated or they may have feared retaliation from their
pastors. Before they completed the survey, I explained carefully the program and
shared with them the importance of it to their pastors and for them as well. However,
they may have thought "who is this person to inspire others?" For some of those lay
leaders I was a pastor of another Methodist church, but they may also have thought
that as a friend of their pastor I would share their responses on the surveys. And, it is
not normal to ask church members to fill out forms with questions about their pastors
unless it is for the bishop's evaluation or because they are really upset with the pastor.
This factor may not be huge, but it might be sufficient. As introduced before, perhaps
the protection of their lives or the wish to protect their pastors is bigger than the wish
to tell the truth. In Brazilian culture, pastors have a challenge in teaching people to
tell the truth. For instance, Brazilian law protects the accused from telling the truth at
the tribunal. According to Brazilian law nobody has the duty to testify truthfully
against oneself. This is quite different from laws in other western countries. This
makes me wonder ifmaybe they understood that my possible relationships with their
pastors would be damaging. Perhaps they doubt my loyalty to my promise to keep
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their responses confidential. If this theory were correct, it could affect the result
negatively from 20 to 30%. And it follows that the records in the surveys would be
different if people told the truth.
However, there was also the second survey six months after the course ended.
By this time, I had preached in some ofparticipants' churches and participants
returned encouraged from the course and taught the content learned to their leaders. I
think that by this time maybe the truthful answer was improved 20 to 30%.
Considering this possibility, the difference in the scores would be returned to zero.
Therefore, the quantitative results would have better performance.
Where was the mistake? It was not necessarily in their responses, but perhaps
in my inability to design a survey to measure the change in the participants' lives.
What validated the small change reported by the surveys were the comments
written in the first and second surveys. The comments from six months later were
different. Lay people wrote that they had enthusiasm for their pastors, but the scores
were lower. How can one explain that? The above explanation may give the answer.
Unexpected Findings
A Time ofAccountability.
I designed the course with a firm expectation that it could be a useful tool for
pastors to become better leaders. I was not expecting that it would become an
amazing week of sharing, accountability, and discovery. Participants opened their
hearts freely as ifwe were friends for long time and we already knew each other, but
halfof the group had never before had the opportunity to be with the other half in the
same place.
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A Time ofGrowing
The design of the course began with the literature review and it surprised me.
It was interesting to note how some literature confirmed thoughts that I already had
written even though I am not an eloquent author. I learned and discovered other
insights about servant leaders. In Brazilian literature there was almost literature on
servant leadership and I usually read more Christian than secular books. But I
discovered incredible resources for my research. And it surprised me that the topic of
servant leadership is so well known in America while it is just beginning to emerge in
Brazil.
A Time ofMultiplying
Another surprise was seeing the teaching of the course being applied so
rapidly by the pastors' to their church leaders. Only one pastor did not reproduce at
least some of the course for his leaders. He said that he was changing his leadership
staff and thought he would start the model with a new staff. I disagree with him at the
beginning because I thought that he would give opportunity to his existing leaders to
change some behaviors. However, I know that there is a problem of wineskins out
there and he may be right. I experienced the teaching with my leaders too. I met with
them for four months on Wednesdays to discuss the four emphases. I perceived a
wonderful change among them too. We discussed issues of the church with maturity
and respect for one another's opinions.
A Surprise in the Business Arena
Perhaps the biggest surprise that I had in Brazil after I started the proposal
was the discovery of the James Hunter's book. While I was at Asbury Seminary I had
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the book at the library, but I did not pay attention to it. Back in Brazil in 2002, a
former city major from my church gave me the book to read. I had talked to him
about the subject many times, but he was the one who brought the book on servant
leadership to me saying that he now understood my ideas on servant leaders. I read
the book and liked it. There are many other books in America with more content on
leadership than that of James Hunter. For instance, Bill Perkins' Awaken the Leader
Within is an excellent book. The content talks directly about Jesus as leader. But the
book of James Hunter touched people's hearts because of how it fits Brazilian culture.
The book not only teaches business people how to lead, it tells an interesting story;
and in the midst of it, the author presents several key concepts of servant leadership.
As a result, the book gained the attention of Brazilian people.
CHAPTER 6
ADDRESSING THE COURSE FOR THE CHURCH OF BRAZIL
Introduction to the Chapter
This study has researched and validated several concepts of servant leadership
for the Brazilian church. As result of this research, a course entitled "The Paradox: A
Servant Leader" was developed and presented to a sample of pastors. Having
analyzed the findings of this research, I now explore some of the implications,
missiological contributions, learning from the research, unexpected findings, and
relevance for the Methodist church ofBrazil.
Implications from the Study
A question for this part of the dissertation might be expressed as: "What
would happen if this course and the model of servant leadership started growing
among pastors in all churches around Brazil?" Secular leadership has already started
searching for a new model. If the church were to change its model for a more biblical
model of leadership several results might be observed.
Expanded Attention to Servant Leadership Theory
Servant leadership theory as an organized theory still is processing its
development in Brazil. But, the initiative from secular business specially from James
Hunter book and the course developed in this study can help to introduce the model
into the field of leadership in Brazil.
The model of leadership intrinsic in the Brazilian minds has been the
authoritarian model. Authoritarian leadership is characterized by the dominance of
the leader who controls people, gives detailed orders, and makes all decisions. Pastors
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using the authoritarian leadership style assume that they know everything and what is
best for the church. This predominant model is intrinsic in Brazilian's minds.
Therefore, people usually know how a leader should behave according to this model.
The implicit theories of leadership if so explain this well. Eden and Leviatan (1975)
noted that "people have preconceptions about what constitutes the appropriate
behavior of leaders" (Bass 1990:375).
The servant leadership model proposed in this study seemed to be a leadership
paradox. How can a person be a servant and a leader at the same time? And is it
possible to succeed in Brazilian culture with this model of leadership? First, Jesus and
other strong leaders in history as Moses, King David, John the Baptist, Paul, John
Wesley, Stanley Jones, proved that it was possible and they succeeded in their call.
The challenge for pastors today is to become more Christlike leaders, and the servant
model can help in this endeavor. From the moment that people start learning how
servant leaders behave, inspire, envision, empower, and achieve, people will start
appreciating more. It is a matter of knowing what to do; doing what is right, and
being what is expected.
Servant leadership as understood in secular circles has its foundation in the
work of Robert Greenleafwho proposes the leader is a servant first. In Christian
circles it is based essentially on the life of Jesus Christ. The Bible provides living
examples of Jesus demonstrating aspects of a servant.
Jesus and other servant leaders embodied the four emphases formulated in the
designed framework of this study. If the four emphases chosen from among several
characteristics of effective servant leaders were developed in the lives of pastors, it
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could provoke significant shifts in their leadership practices. This course could be a
tool to help church leaders in this enterprise.
The process for incorporating the emphases developed in the course and for
shifting leadership practices could follow the model ofpromoting maturity to
subordinates presented by Paul Hersey and Kenneth Blanchard (1969, 1977) called
situational leadership. The model suggests that
effective leaders adjust their behavior to the readiness of followers - the
extent to which followers demonstrate ability and willingness to accomplish a
specific task". Ability is determined by the extent to which the follower
possesses the skills, experience, and knowledge needed to perform the task
without the leader's intervention. Willingness refers to the follower's
commitment, confidence, and self-motivation to perform the task. (Bratton
2005:175)
There are four leadership styles (SI to S4) that match the development levels
(Dl to D4) of the followers. The four styles suggest that leaders should put greater or
less focus on the task in question and/or the relationship between the leader and the
follower, depending on the development level of the follower (Bass 1990:491).
This model is a kind of leadership continuum. It assumes that there is "no one best
style of leadership" (Hersey 2001:192). For instance, leadership in the church is like
leading a family. Leading children and babies requires a different style from what is
needed in the season from child to adolescents, from teenagers to young adults, and
so on. The two extremes of leadership are greater freedom and greater control. Some
occasions will require greater freedom, and others greater control.
Figure 4 presents the relationship between the leader and his/her subordinates.
The more directive the leadership the lower will be the delegation. The less directive
the leader the greater will be the delegation. Hersey and Blanchard' s theory explains
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that the directive leader should move in the direction of being more delegating. The
situation helps the leader see the appropriate quadrant and what kind of behavior
he/she needs to practice. If the goal of expanding "servant leadership" were placed in
this model, we could see that sometimes people are simply unaware of the meaning of
servant leadership. Therefore, a leader would need to create an environment in which
subordinates start learning the process of becoming servant leader. This happens
gradually following the order from SI to S4.
Leader Behavior21
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Figure 4 - Hersey and Blanchard Leader Behavior
21
Hersey and Blanchard Leader Behavior description of the process from a directive model
to a delegating model. In other graphs SI, S2, and S3 received different titles:
directing/telling; coaching/selling; and supporting/participating. Source from
ChangingMinds.org.
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The process for shifting leadership from an authoritarian model to a servant
leadership model could use the same process presented by Hersey and Blanchard and
synthesized by ChangingMinds.org.22
� SI. Highly Directive. Low Supportive (autocratic leadership and immature
group). Directing style of control is the norm, no freedom to act
independently.
� S2. Highly Directive. High Supportive (moderate authoritarian and
moderately immature group). Coaching style with little delegation, moderate
control is norm, and little freedom to act independently.
� S3. Highly Supportive and Low Directive (moderate authoritarian and mildly
immature group). Supportive style with some delegation and freedom is the
norm, some freedom but supervision before action.
� S4. Low Supportive and Low Directive (mature leadership and mature
group). Delegating with freedom to act independently.
First, the leader would use a directing (telling) style of leadership recognizing
that followers are unable and unwilling to take responsibility for completing their
work. This style is characterized by high concern for instruction and low concern for
relationships and little consideration for behavior (Bratton 2005: 175). The leader
might also provide a working structure, both for the job and in terms of how the
persons are controlled. Looking at developing servant leaders in churches in a
22 The summary of the description can be seen on http://changingminds.org/
disciplines/ leadership/styles/ situational leadership hersey blanchard.htm.
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predominant authoritarian environment, the leader starts by telling people what to do.
Then the leader gives a little more freedom (selling and coaching) expecting more
maturity of people. Next, the leader gives more freedom (participating and
supporting) to subordinates allowing them more freedom and independence. Finally,
the leader delegates total control for people to make own decisions. With this
moderation this process resembles the approach used in this research and helps clarify
important stages involved in assisting others to make the shift to servant leadership in
their leadership practices.
Impacting Brazilian Leadership Context
The model of servant leader challenges the status quo of the Brazilian
leadership and helps the church to find a more ethical, biblical, and contemporary
behavior for church leaders. According to Kouzes and Posner "people want leaders
who are credible. Credibility is the foundation of leadership" (2002:32). In a culture
marked by corruption, servant leaders can build a bridge for new behavior. Also, the
model of servant leaders can challenge the authoritarian model for a more
collaborative approach that moves toward a servant leadership mindset.
This study introduces a model for future leaders. Today social and political
scholars find it odd that leaders such as the President ofVenezuela Hugo Chaves are
bringing back the dictatorship position. Today in politics, business, and corporations
people appreciate leaders who are not only strong decision makers but are team
workers as well. If church leaders started applying the model in their lives, and
ministries, they would be adopting a model that challenged the world in the first
century and is returning today in many organizations and businesses worldwide.
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If church leaders want to be relevant for the world by preaching the gospel
and inspiring society they need to start becoming servant leaders. Service is not only
a task to do in the church, but it is also a lifestyle to be adopted. If leaders adopt this
model, followers will do the same. Otherwise church members will have no reference
of what kind of life they need to adopt.
This study offers an understanding of a biblical view of leadership. This was
the model Jesus chose for a reason. I believe that it is the ultimate model for a leader.
Looking at the Bible's prophecies one recognizes that Jesus fulfilled all of them. But,
why did God give those prophecies presenting the liberator as servant? Perhaps God
wanted his Son to be different from those traditional leaders who fought for power,
and surely he did not want his Son to appear as Satan. Adam lost his call because he
did not discern this difference. If church and seminaries would adopt the model of
servant leadership they could contribute greatly to the development of leaders who
are biblically sound in the kingdom of God.
The four main emphases of this study when taken together can help produce
stronger leaders. The discussion around these emphases reinforced the participants'
understanding of their roles as Christian leaders and challenged them to reproduce the
model with their leaders. Certainly, the servant leadership model cannot be enclosed
in a box with four sides or four emphases, but these emphases are a good beginning to
contemplate servant leadership and deal with some problems in our Brazilian
churches.
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Appreciation for Adult Education (Andragogy)
The components used in the retreat were essential for the success of the
program. The use of case studies, reading books and experiential learning exercises as
methods to aid learning was effective in creating a sense of communal learning.
Usually our teaching approach rests on giving lectures and only occasionally
asking questions or allowing commentary. The reason is that the time for meeting is
short and the number of subjects is extensive. So we address the subject and try to
provoke a kind of environment for confession by asking people to pray about the
subject or to relate to the teaching in some way. Perhaps teachers fear losing control
of the teaching if they are not talking all the time.
If churches and seminaries would use similar resources and an adult education
approach, they could help people learn at a much deeper level and improve people's
participation and integration. This approach could also teach us to pay attention to our
future training when developing people in any area of need. It showed that
Andragogy and Pedagogy are a good combination in helping people learn and
appropriate abstract concepts into their daily lives.
Missiological Implications
This research offers significant input for the church ofBrazil. It opens the
door for additional researcher and improvements in the field of leadership, and
challenges the predominant model of Christian leaders of Brazil.
The church of Brazil has been contaminated by the prosperity gospel. This
theology raises people's self-esteem, but it is not truly biblical. Reading the gospel,
one perceives that there is a room for tribulation, difficult circumstances, and various
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kinds of temptation that the church faces everyday. Good Christians suffer, lose
parents and children. This is life. The prosperity gospel avoids this side of life and
usually attributes this to the control of evil spirits or to the lack of faith. For the
prosperity gospel to succeed pastors need to accommodate their leadership to a style
that does align itself easily with the Bible. I would like to hear more preachers say:
"Pm going home." The acknowledgement we are here just for a moment frees us
from undue concerns about this life and allows us to trust completely in God and
know real peace.
I believe that a shift to servant leadership practices in Brazilian churches
would produce more leaders that would not compromise the gospel. If the church
would begin to model this kind of leadership it could influence society with heavenly
values instead of being influenced by earthly values. The church could then be
recognized not only as a place to find a happy life with peace and love, but also a
place where people would find leaders strong in character modeled after Jesus.
Churches would offer a profile of leadership to both insiders and outsiders and this
would make a great difference.
The training model developed for this research could influence the way we
develop new leaders for the church. Formal education is essential to develop pastors
for ministry, but there are some weaknesses in this model. First, it leads people to
expect what can only be satisfied in a modern urban environment as Tim Simkins
points out, "It may reinforce alienation of the student from his/her own community"
(Simkins 1977: 27). Second, the formal and long training often fails to promote
practical training for local ministry and student accountability for ministry. Third,
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very little of the formal and theoretical training going on today in Brazil challenges
students to be involved in missions or to be church planters and often neglects the
task of building passion in people's hearts. Fourth, seminaries underscore the
trainee's self-development, but rarely emphasize the personal and devotional
disciplines that are fundamental in character development. How can we address some
of these weaknesses in the formal training of the seminaries so that the formation of
leaders becomes complete? Certainly some of the lessons learned during this research
could prove helpful to this end.
Finally, this study generated a season of outstanding growth for me
personally. At the end of this research I was not the same. My ministry, my
relationships with my family, my colleagues, and my relationship with church
members have all changed. Being deeply in touch with the literature on servant
leadership made me a better person. Reading books and analyzing the lives and words
of these writers made me a kinder person. I consider that I not only increased my
knowledge about servant leadership, but I also became a more responsible person to
the call that Jesus made to me. This course not only brought good results to the lives
of the participants, but in my life as well. I am a better missiologist, and a better man
of God.
Developing Leaders for the Methodist Church
In the general conference of the Brazilian Methodist Church in 1988, the
delegates and pastors identified an important theme for the church, which was called:
Igreja Metodista: Comunidade Missionaria a Servico do Povo (Methodist Church: A
Missionary Community to Serve the People). It is my hope that what has been learned
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in this research can contribute to the church's profile for its servant leaders and help
reach the organization's goals. "Serving the people" is a mindset that needs to be the
leadership style we use from the top to the bottom of our churches - from the bishops
and district superintendents to pastors and lay leaders ofministries in the local
churches.
We have heard that everything starts in the hand of a leader. A revolution in
the profile of a whole country can happen through leaders who change their own
behavior. As Greenleaf said, "The matter is not what service can you render as a
leader, but rather, what leadership can you exercise as a servant" (Greenleaf 1998:
xii).
If lay leaders in local churches understood this, there would not be
competition for ministry positions. Bishop could meet with superintendents, not to
talk about the administration of the church, but to hear their concerns and become
their pastors helping them overcome weaknesses in spiritual formation and leadership
development. District superintendents might become servants of their colleagues to
help them grow, to overcome grief, and to become multipliers. Discipleship could
start from the top. Superintendents would be the ones who disciple their pastors, not
the ones who know everything. They would care deeply about their pastors'
weaknesses and find solutions for their struggles. Superintendents in the Methodist
church primarily function as administrators and pastors usually do not confide in
them because their roles are directly linked to appointments. Therefore, pastors
become isolated in ministry and usually share their concerns and struggles with
leaders other than their superintendents because they fear retaliation. But what if
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superintendents could be prepared for different role? What if superintendents learned
the principles of servant leadership and became servants of their leaders?
Discipliship has been the main emphasis of the Methodist Church ofBrazil in
recent years. Heart of the matter though, is not merely to multiply disciples, but to
multiply disciples that think and act like Jesus. Most of the training that churches
promote has a regard for strategy, which is very necessary. However, this study gives
new insights into developing leaders in their inner persons, and shaping disciples
whose heart passion is to follow and reveal Jesus.
The Methodist Church is one of the growing churches of Brazil. This church,
represented by its eight conferences, has experienced a significant momentum in its
growth. Bishops, pastors, and the laity concur that growth is one of the top priorities
for the church, but that priority cannot be allowed to compromise the gospel. We have
growing number of lay leaders being called to serve the Lord in the front line of
missions or in their local churches as evangelists, but the greatest need to be
addressed in coming years is the need to develop the right kind of leaders.
If the church at large started promoting a different model for church leaders,
the local churches would follow. Churches usually reflect their leaders' attitudes and
actions. We are always mirrored
Personal Reflections
I have a dream for my family and my ministry. I do not expect success in life
the way many in Brazil see success. I want to live out the ideals of three great servant
leaders in history: a business man, a religious woman, and a revivalist. First, I am
inspired by the dream of Herbert Kelleher, former president of Southwest Airlines. I
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dream about a day in my country when church leaders and business leaders report to
their members or workers and follow the ideas and expectations ofKelleher whose
dream for his employees was:
When you are sitting around with your grandchildren, I want you to be able to
tell them that being connected to Southwest Airlines was one of the finest
things that ever happened to you in your entire life. I want you to be able to
say, 'Southwest Airlines ennobled and enriched my life; it made me better,
and bigger, and stronger than I ever could have been alone.' And if, indeed,
that happens with your grandchildren, then that will be the greatest
contribution that I could have made to Southwest Airlines and to its future.
(Freiberg 1998:318).
The dreams of servant leaders are as large as the world and are as intimate as a
single person. In both cases, servant leaders work hard to bring change. This should
be the measure of success for us as pastors.
The second servant who inspired me is Mother Teresa. The legacy left by her
is unquestionable, and perhaps her words express the heart of servant leaders
discussed in this dissertation. She says, "God didn't call me to be successful, but to be
faithful" (http://www.abadia.org.br/ntmtere.htm). These are words that only servant
leaders are able to say. The virus ofprosperity does not contaminate the hearts of
servant leaders because their hearts belong to God. The most important thing they
know is to be found faithful.
I conclude with a prayer by John Wesley's that encapsulates everything I have
discussed in this dissertation. He prays,
"I GIVE MYSELF completely to you, God. Assign me to play my place in
your creation. Let me suffer for you. Give me the work you would have me do. Give
me tasks, or have me step aside while you call others. Put me forward or humble me.
Give me riches or let me live in poverty. I freely give all that I am and all that I have
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to you. And now, HOLY GOD - FATHER, SON, AND HOLY SPIRIT - you are
mine and I am yours. So be it. May this Covenant made on earth continue for all
eternity" (from the covenant renewal service first held on August 11, 1755).
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APPENDICES
Appendix 1 : BriefDescription of the Lay Training Program
The training was divided into two parts: theoretical and practical. The focus of
the theoretical part was to touch the lives of the trainees. In short, the goal for this
training was to equip spiritually the lives of these lay people before sending them to
the mission field as missionaries. We understand that Jesus empowered his disciples
with the Holy Spirit, but first Jesus taught them to live as servants in this world. To be
a servant means to supply needs everywhere. All Jesus needs to change our world is
available servants. We understand that missions was not for a select group of people
that were sent to other countries, or to function as pastors, but for every Christian that
knows Jesus Christ as the Savior and Lord. This is a privilege for every Christian, but
as Christians we need to be trained for this task.
The program schedule
The program and schedule for the training was as follows. We divided the
training into two periods, the theoretical and practical periods. First, we selected
people from different Methodist churches and trained them in a retreat center for five
consecutive days in which they received 16 biblical studies (Appendix 2). They had a
daily discipline from 6 a.m. to 10:30 p.m. (Appendix 3).
The time of biblical studies produced amazing transformation in people's
lives. They were confronted and asked to respond to the studies. When we heard the
testimonies, many told us that their lives would never be the same.
After having the theoretical part during five days in the retreat center, the
trainees were called to have the practical experience. They were anointed and sent in
teams of five to different mission fields for eight days. In the places where they were
sent, they visited hospitals, shared the gospel door to door, visited homes where there
was illness or family conflicts and prayed for them, preached outside in plazas, gave
testimonies during worship, preached on the radio, or wherever they were called to
participate.
The focus on practical experience had three goals. First, it was to help the
mission fields in order to open Methodist churches where there were none. Second, it
was to help small churches that were not growing. Third, it was to equip lay people to
be effective in several ministries in their local churches.
The Biblical Studies
1 . Hour of silence: Developing a daily habit of having a Bible study. During the
time that trainees are in the program, they are obligated to keep a journal of
their daily studies. They need to be alone for at least 45 minutes a day. We
teach them how to hear God's voice and how to do their own Bible studies.
2. Devotional life: Having a life completely devoted to the Lord. We teach that
there is no such thing as separate financial life, familial life, business life, and
spiritual life. We teach them that life is to be lived fully. Every aspect must be
devoted to Jesus.
3. Daily Intercession: Making history in the kingdom of God. We teach them
that prayer is a powerful tool to change the world. Even though prayer is a
neglected resource for many, we teach them that they can contribute to
180
making history. The success of several evangelists has shown that behind their
pulpit there are always people who support them through their prayers.
4. Praise and Adoration: Learning how to touch the heart ofGod. The gospel of
John 4:23 says, "Yet a time is coming and has now come when the true
worshipers will worship the Father in spirit and truth, for they are the kind of
worshipers the Father seeks." We teach them what God seeks. It is necessary
to learn how to respond to what God seeks. The training gives them tools to
worship God deeply.
5. Spiritual Authority: Becoming a people of influence, both in church and in
society. We differentiate between power and authority. Power is the faculty
that someone owns to make others do something even though they don't want
to. Authority is the ability to have someone willing to do something because
of your personal influence. During the training, we teach them aspects that
increase their spiritual authority in life.
6. The Heart of the Servant: Developing Christian qualities that change the
world. When Jesus wanted to teach his disciples one of the biggest lessons on
authority, He washed the disciples' feet. In this teaching, we compare King
David and King Saul. Both had the same function. Only one was called a man
according to God's heart. Why does the Bible say this?
7. Spiritual Warfare, Cure and Liberation: Dealing with adversities and with the
enemy. Adversities are the problems that everyone faces in life. It is necessary
to discern what is from the devil and what is part of our growth in life.
Because voodoo religions have huge influence in Brazil, it is necessary to
learn how to deal with them. There are always demonic problems in churches.
Christians need to learn how to face them.
8. SelfEsteem: Growing in the art of loving oneself. One of the great challenges
given to the trainee is to seek a passion for the lost. However, if one doesn't
love oneself, how can he/she love others?
9. Forgiveness and Clean Conscience: Healing oneself and others' emotional
pains. Forgiveness is how I deal with what people have done to me. A clean
conscience is how I deal with what I have done to others.
10. Evangelism through Relationships: Using the great evangelistic tool of the
21st century. Even though evangelistic campaigns and TV programs are still
useful tools to reach people with the gospel, much research has demonstrated
that church growth occurs mostly through social networks.
1 1 . Evangelism through Friendship: Building bridges to reach friends for the
Lord. Like the previous topic, deep friendships help us share the gospel
especially if we love and have a deep relationship with God.
12. Bad Attitudes in Good People: Changing attitudes that damage the disciple
and obstruct gospel growth. A good testimony is a powerful tool for sharing
the gospel. On the other hand, people living with bad behavior or attitudes
usually compromise the gospel.
13. Catching the Foxes: Dealing with small things and making a huge difference.
There are small things that no one is put out of the church for but that make
huge differences in life.
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14. Three Essential Messages of the Gospel: Sowing faith, love, and hope for a
needy world. Trainees learn the message ofGod's love, the faith that saves,
and the hope that guides people to eternal life. We are called to spread these
messages and must learn how to do it.
15. A Broken Heart: Enhancing the ability of being truthful with God, others, and
oneself. Psalm 51:16,17 says, "You do not delight in sacrifice, or I would
bring it; you do not take pleasure in burnt offerings. The sacrifices of God are
a broken spirit; a broken and contrite heart, O God, you will not despise." The
teaching here calls the trainee to differentiate between what we do and what
we are.
16. Global Focus: Opening the minds to understand the emergence of dealing
with "Jerusalem, Samaria, and the ends of the world." In this section of the
training, we teach them to discover how to deal with the local mission, the
state, Brazil and the world. Testimonies and vision are shared with them.
The Result of the Training
As a result of this ministry, dozens of new churches have been opened.
Almost 1,200 trainees are working in the front lines of the Methodist church. The
lives of these trainees are never the same. Many of them received the call to be full
time missionaries or become pastors. Others continued as lay evangelists helping
their local churches to open new congregations. Moreover, after the training all the
trainees were called twice a month by the conference to help small churches where
the members were not growing. The success of this training prompted me to think
about how powerful it could be if a similar training were tailored to pastors.
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Appendix 2: Pastor Diagnostic Survey
PARTICIPANT CODE:
Please, take 1 5 minutes and fill out the Pastor Diagnostic Survey (PDS) form.
Please be sincere with your answers in order to improve the quality of future courses,
and to evaluate the performance of the course in your personal lives.
Please give a response to the following statements showing whether you
strongly agree or strongly disagree, using a scale from 1 to 5.
1 . People in your church believe that you are willing to sacrifice your own self-
interest for the good of the church.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
2. People in your church believe that you want to hear their ideas and will value
them.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
3. People in your church believe that you understand what is happening in their
lives and how it affects them.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
4. People in your church come to you first when they are in trouble.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
5. People in your church see you as the boss of the church.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
6. People in your church come to you when the chips are down or when
something traumatic has happened in their lives.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments
183
7. People in your church know that you are in charge and have control of
everything in the church.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
8. People in your church follow your requests because they want to as opposed
to because they "have to."
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
9. People in your church communicate their ideas and vision for the church when
you are around.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
10. People in your church have confidence in your ability to anticipate the future
and its consequences.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
1 1 . People in your church believe you are preparing the church to make a positive
difference in the world.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
12. People in your church believe that you are committed to helping them develop
and grow.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
13. People in your church feel a strong sense of community in the church that you
lead.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
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14. People in your church see that you are discipling your leadership so they are
becoming more mature and skillful.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
15. People in your church perceive that you are more a relationship oriented
pastor than a task oriented pastor.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
16. People in your church are influenced by you because of your pastor position.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
17. People in your church see that you are always accomplishing your tasks,
promises, and goals.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
18. People in your church see you as a leader of good habits, including ofhaving
a disciplined life.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
19. People in your church know that you make decisions based on your values
and principles.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
20. People in your church see that you enjoy helping leaders to grow.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
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Appendix 2A - Pesquisa de Diagnostico do Pastor
Version in Portuguese
Participante Codigo:
Por favor, tome 15 minutos e preencha o formulario QUESTIONARIO DE
DIAGNOSTICO DO PASTOR (PDP). Seja sincere com suas respostas para melhorar
a qualidade de futuros cursos, e para avaliar a performance do curso em suas vidas
pessoais. Responda as seguintes afirmacoes mostrando se voce concorda inteiramente
ou discorda inteiramente, usando uma escala de 1 a 5.
1 - As pessoas na sua igreja ere que voce e capaz de sacrificar o seu proprio interesse
para melhoria da Igreja.
1- 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
2 - Pessoas na sua igreja ere que voce quer escutar suas ideias e as valoriza.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
3 - Pessoas na sua igreja ere que voce compreende o que esta acontecendo nas suas
vidas e com isso as afeta.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
4 - Pessoas na sua igreja vem a voce primeiro quando esta em problemas.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
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5 - Pessoas na sua igreja veem voce como o chefe na igreja.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
6 - Pessoas na sua igreja vem a voce para pedir ajuda quando algo traumatico
acontece nas suas vidas.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
7 - Pessoas na sua igreja sabe que voce esta na lideranca e tern controle de todas as
coisas.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
8 - Pessoas na sua igreja respondem seus pedidos porque elas querem e nao porque
elas tern que obedecer aos seus pedidos.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
9 - Pessoas na sua igreja comunicam as suas ideias e visao para igreja quando voce
esta por perto.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
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10 - Pessoas na sua igreja tem confianca na sua habilidade de dar visao para a igreja e
sabe das conseqiiencias.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
1 1 - Pessoas na sua igreja ere que voce esta preparando a igreja pra fazer um impacto
positivo no mundo.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
12 - Pessoas na sua igreja ere que voce esta comprometido em ajuda-los a
desenvolver todas as areas de sua vida para o crescimento geral.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
13 - Pessoas na sua igreja sente um forte sentido de comunidade na igreja que voce
lidera.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
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14. Pessoas na sua igreja veem que voce esta empenhado em discipular sua lideranca
para tornarem-se mais maduros e capacitados.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
15. Pessoas na sua igreja veem que voce e uma pessoa que valoriza mais construir
relacionamentos do que realizar as tarefas do dia a dia na igreja.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
16. Pessoas em sua igreja sao influenciadas por voce por causa da sua posi9ao de
pastor.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
17. Pessoas em sua igreja creem que voce sempre cumpre com as suas promessas e
seus objetivos propostos.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
18. Pessoas em sua igreja percebem que voce tern bons habitos, principalmente de ter
uma vida disciplina.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
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19. Pessoas em sua igreja sabem que voce sempre toma decisoes em base a valores e
principios.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
20. Pessoas em sua igreja veem que voce se realiza vendo outros lideres crescendo,
inclusive tornando-se melhores do que voe em algumas areas.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
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Appendix 3 - Church Leader Diagnostic Survey
PARTICIPANT CODE:
Please, take 1 5 minutes and fill out the Church Leader Diagnostic Survey
(CLDS) form. Please be sincere with your answers in order to improve the quality of
future courses, and to evaluate the performance of the course in your personal life.
Please give your response to the following statements by showing whether
you strongly agree or strongly disagree, using a scale from 1 to 5.
1 . Your pastor is willing to sacrifice his own self-interest for the good of the
church.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
2. Your pastor wants to hear your ideas and values them.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
3. Your pastor understands what is happening in your life and how it affects you.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments
3. You come to your pastor first when you are in trouble.
1 2 ..3 4 5
Not at all Somewhat Very Much So
Comments:
4. Your pastor is the boss of the church.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
5. You come to your pastor when the chips are down or when something
traumatic has happened in your life.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
6. Your pastor is the one who is in charge of everything in the church.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
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7. You follow your pastor's requests because you want to as opposed to because
you "have to."
1 2 3 4 5
Not at all Somewhat Very Much So
Comments
8. You communicate your vision and ideas when your pastor is around.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
9. You have confidence in your pastor's ability to anticipate the future and its
consequences.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
1 0. Your pastor is preparing the church to make a positive difference in the world.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
1 1 . Your pastor is committed to helping you develop and grow.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
12. You feel a strong sense of community in your church.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
13. Your pastor is discipling you so you are becoming more mature and skillful.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
14 Your pastor is more a relationship oriented pastor than a task oriented pastor.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
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15. You feel influenced by your pastor because of his/her pastor position.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
16. Your pastor is always accomplishing his/her tasks, promises, and goals.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
17. Your pastor has good habits, including having a disciplined life.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
18. Your pastor makes decisions based on his/her values and he/she let you know
this.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
19. Your pastor enjoys helping leaders to grow.
1 2 3 5.4
Not at all Somewhat Very Much So
Comments:
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Appendix 3A - PESQUISA DE DIAGNOSTICO DO LIDER
Version in Portuguese
Participante Codigo:
Por favor, tome 15 minutos e preencha o formulario PESQUISA DE DIAGNOSTICO
DO LIDER (PDL). Seja sincero com suas respostas para melhorar a qualidade de
futuros cursos, e para avaliar a performance do curso em suas vidas pessoais.
Responda as seguintes afirmacoes mostrando se voce concorda inteiramente ou
discorda inteiramente, usando uma escala de 1 a 5.
1 - O seu pastor e capaz de sacrificar o seu proprio interesse para a melhoria da
igreja.
1
Discordo
Totalmente
3 4
Mais ou menos
5
Concordo
Totalmente
Comente:
2-0 seu pastor se interessa por escutar as suas ideias e as valoriza.
1
Discordo
Totalmente
3 4
Mais ou menos Concordo
Totalmente
Comente:
3 - O seu pastor compreende o que esta acontecendo na sua vida e como isso te afeta.
1
Discordo
Totalmente
3 4
Mais ou menos Concordo
Totalmente
Comente:
4 - Quando voce tem problemas, voce procura primeiramente o seu pastor para
ajuda-lo.
1
Discordo
Totalmente
3 4
Mais ou menos Concordo
Totalmente
Comente:
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5-0 seu pastor e um lider autoritario.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente
6 - Voce se sente a vontade para confidenciar assuntos intimos para o seu pastor.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
7 - Voce ve que seu pastor sabe de todas as coisas que aconteceu na igreja.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
8 - Quando seu pastor te pede algo, voce geralmente responde afirmativamente. Voce
faz isso mais por obediencia do que por um desejo de ajuda-lo.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
9 - Voce tern uma ideia de algo bom para a igreja. Seu pastor esta por perto. Voce
comunica sua ideia abertamente?.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
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10 - O seu pastor(a) e um llder visionario e voce confia nos bons resultados da sua
visao.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
1 1 - Voce ere que seu pastor esta preparando sua igreja para fazer um impacto
positivo na cidade e no mundo.
12 3 4
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
1 2 - Seu pastor se preocupa pelo seu crescimento pessoal e procura oferecer meios
para esta capacitacao.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
13 - A sua igreja tern um forte sentido de comunidade por causa da intervencao do
seu pastor(a).
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
14. Seu pastor se empenha em discipular sua lideranca para que seus lideres se
tornem mais maduros e capacitados.
1 2
Discordo
Totalmente
3 4
Mais ou menos
5
Concordo
Totalmente
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Comente:
15. Seu pastor e alguem que valoriza mais construir relacionamentos entre as pessoas
do que executar as tarefas administrativas da igreja.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
16. Pastores podem influenciar pessoas por causa do seu ljcarisma e posicao ou por
seu
2) carinho e cuidado. Voce recebe influencia do seu pastor pela primeira
afirmativa.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
17.
18. Seu pastor e um lider que faz pianos e promessas. Voce percebe que ele cumpre
esses pianos e promessas.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
19. Seu pastor tern bons habitos de ler a biblia, orar, jejuar e adorar.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
20. As decisoes do seu pastor sempre tern ensinos e valores para produzir
crescimento dos seus membros.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente
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21. Quando alguem com talentos superiores ao Seu pastor comeca a se destacar, o seu
pastor da oportunidade para ela se expressar.
1 2 3 4 5
Discordo Mais ou menos Concordo
Totalmente Totalmente
Comente:
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Appendix 4 - Schedule
The Paradox - A Servant Leader
MONDAY TUESDAY WEDNESDAY THRUSDAY FRIDAY
7:00-8:00
Breakfast Breakfast Breakfast Breakfast
8:00-8:45 Personal
Reading
Personal
Reading
Personal
Reading
Personal
Reading
8:45-9:30 Interaction in
group
Interaction in
group
Interaction in
group
Interaction in
group
9:30-9:45
Free time/
coffee
Free time/
coffee
Free time/
coffee
Free time/
coffee
9:45-11:00 First Talk Fourth Talk Seventh Talk
Servant
Experience
11:00-11:15 Break Break Break Break
11:15-12:30 Second Talk Fifth Talk Eighth Talk Report
12:30 Lunch Lunch Lunch
Lunch and
leaving
14:30-17:00 Arriving GroupExperience
Case Study Case Study
18:00 Dinner Dinner
Dinner Dinner
20:00-21:30 Worship and
Instructions
Third Talk Sixth Talk
Servant
Experience
21:30-22:30 Tea time Tea time
Tea Time Tea Time
22:30 Good night Sleeping time Sleeping
Time Sleeping Time
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Appendix 5 - Outline of the Course
The Paradox: The Servant Leader
Developing the Servant Leader
Introduction
- Notions ofWorldview for Leaders
- Cultural and Contextual Understanding ofBrazilian Leadership
- Overview of Leadership
1) The Focus of the Servant Leader
a. Looking at People Seriously
b. Helping to Build a Shared Vision for Ministry
c. Improving Sense ofCommunity
d. Missioning with Passion
e. Empowering Leaders for Ministry
2) The Influence of the Servant Leader
a. Becoming Models of Leaders
b. Becoming Encouragers
c. Developing Leaders
d. Meeting People's Needs
3) The Character of the Servant Leader
a. Dealing with the Dark Side
b. Battling Hard for Integrity
c. Keeping Balanced Values for Life and Ministry
d. Searching for Credibility
4) The Heart of the Servant Leader
a. Being a Leader with Love
b. Developing a Humble Heart
c. Dealing with the Real Power in God's Way
d. Running for Finishing Well
e.
Conclusion
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Appendix 6 - Identifying/Reaching Receptive People
(George Hunter 2000: 73-74)
1 . Pre-Christian people who are linked, by kinship or friendship, to credible
Christians (especially new Christians) are more receptive than other people.
2. People are more receptive to outreach from new groups, classes, worship
services, and churches that from long established ones.
3. People are more responsive to churches with ministries that engage their felt
needs.
4. People are more receptive to a church whose style, language, and music is
indigenous to their culture than to a church employing forms alien to their
culture.
5. Many people in a population in which any religion is growing are open and
searching for something.
6. People among whom any religion has experienced decline tend to be
receptive.
7. People experiencing major culture change tend to be receptive.
8. People experiencing population mobility, like the people in a new settlement,
are often receptive.
9. In most seasons, in most nations, the "masses" are more receptive than the
"classes."
10. People who are "like" the active members of a church, especially its new
members, tend to be more receptive than the surrounding population as a
whole.
1 1 . People who are dissatisfied with themselves, or with their life, are often open
to something else.
12. People experiencing, important life transitions are more receptive than people
in stability.
13. Visitors to a church's worship service are frequently receptive to that church -
for a short period of time.
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Appendix 7 - Report on Reading the Books
Report from the First Book
Question # 1 - According to the author, what are the differences between power and
authority? And what are the insights gained from reading this section of the book?
Power and Authority
PI Participants Comentaries (Main Thoughts)
# 1 Power breaks us, authority builds us.
#2 To leadpeople, I need to have power to control them. IfI don 't have
power position I can 't exert authority.
Reseacher I heard this interaction and understood that that pastor dismissed the
difference between power and authority as the book explains.
#12 Whoever exerts power is afraid of those who exert authority. Power
can be bought, authority must be conquered. Ifyou want to know
somebody, give power to him/her.
#? I know some district superintendents that changed their behaviors
when the bishop placed them in thatposition. They enjoyed too much
in those new positions and became distantfrom us.
Researcher We are sent by the bishop as the minister to a church. This is a
power position. We need to make the transition from power to
authority.
#9 When the authority is taken for granted, we need to use the power.
Researcher Again, I perceived that there was still a doubt about the issue of
authority and power. I recognize that it is difficult for Brazilians to
think on gaining authority by serving. A pastor generally is the boss
who controls everything. When I came to be the senior pastor of this
actual church, which is a large church, people came to me to ask my
opinion for everything. I trained and empowered an administrator
and he has done a much better job compared to mine. But I have
heard from one of the members that the church has no control any
more.
Question # 2 - The author emphasizes that the servant leader is essentially
rpWinnshin nHpntpH How can we build healthy relationships in our church?
Relationship, Leadership and Church
Code Interaction Among Participants (Main thoughts)
#9 Through truth, confidence and respect.
#2 Fellowship. Withoutfellowship there is no authority because power
works against fellowship.
#6 To build relationships it is necessary to take the initiative to do itfirst.
#4 Pastor can 't have friends.
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Researcher This was a very good observation. This may show how isolated pastors
are even in a society that promotes relationships. The model that we
have in the Methodist church in Brazil helps to stimulate this behavior.
For instance, district superintendents usually are not friends of their
pastors. Their position usually is an administrator position more than
an encourager and counselor. On the other hand, because of the power
position in churches, a pastor cannot show any vulnerability. How can
this be solved? In the following days, we discovered the solution.
#15 ljust build relationship ifImeetyourfelt needs. He said this
addressing someone else. Everything that the leader does, he/she
leaves a message. I build relationship by visiting the home ofmyfellow
members.
#3 I was ashamed while reading this section of the book. I saw what a bad
leader I have been. I considered myselfa strong leader, but I learned
that this is my worst side. I have hurt a lot ofpeople.
#7 I have concern with the practicing. The relationship starts with myself
I don 't know the "code 2 " well. Ifwe wait, we never will know each
other. Intention minus action equals nothing.
How do I need to make the transition from the theory to practice? What
we learned and will learn will make a difference ifwe allow it. We
can 't be ashamed to consider doing this.
#8 Relationship is more than fellowship and being close to someone. For
instance, I had difficulty listening to people 'sproblems because it is
easier to preach than to listen. We need to show ourselves as normal
people.
Researcher I liked the # 8 comment. He was preparing the group for a very good
moment in the following days.
#15 How could I open my heart entirely to my bishop? 1 need to work it out.
To be a friend is an exchange thing.
Researcher What did code # 15 mean deeply in his/her heart?
Question # 3. The author talks about love as a quality of leadership. What does it
mean to talk about love in the issue of leadership? Can I ask a business executive to
love his workers?
Love and Leadership
Code Interaction Among Participants (Main Thoughts)
#14 Love is a behavior, not a feeling. It is something that one needs to
learn and to do. Even if I don 't like someone, I should keep loving
him/her by treating him/her with respect. Imust love her/him with
attitude.
#4 I don 't like those who bother me. I step on people that I don 't like.
Researcher Code # 4 sometimes had insights very comic. I perceived him as the
typical authoritative mindset.
#1 People who bother us, make us work more. It is easy to lead robots.
You need to disciple and gain those who bother you.
Researcher I did not give much follow up to this question because I was expecting
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to share about it at the end of the course.
Ouestion # 4. The author talks about two complementary tendencies. The first is
manager and the second is leader. Tell us something about your tendency and/or how
vou see this in vour ministry.
Management and Leadership
Code Interaction Among Participants (Main Thoughts)
#5 / realized that lama manager and I learned that I shouldmanage
myself, not people. For instance, lam struggling with my worship
leader. IfI really want to become his pastor, I must be a model to him.
# 14 It is difficult to become a good leader ifyou are required by the
institution to become a goodmanager. There are a lot ofbureaucracies
that we need to face in our church.
#4 At the time of the Methodist national council, they sent us 17 pages to
be filled out. Do they not have anything to do?
Researcher This interaction was a reaction to the general council that sent a
document to be filled out with more than 100 questions. Culturally,
Brazilians dislike forms, waiting in line, and filling out questionnaires.
# 1 The manager always commands. Results are what matter!!!
#3 We usually have the wrong people in the right ministry.
#13 When I was a manager ofsupplies in a business, I didn 't have people,
just numbers. I became a full time pastor, but Ipersist on being a
manager. I need to decide ifI want to keep being the supplier to the
church like in business or IfI should assume my responsibility of
leading my people purposefully.
Researcher This participant had just left his work to be a full time pastor. He was a
manager in a business and now was being prepared to serve the church.
He was struggling working with volunteers.
#6 We all have to evaluate our management style and see what is lacking
to become leaders.
# 3 Sometimes the church sees us as its employees.
Researcher At this point, the discussion showed the disagreement of some pastors
with how the church is organized.
#4 The church is the one that managers us.
Researcher I believe that if the leader develops and empowers a team with the
servant leader mindset, it is difficult to perceive who is in control.
Ouestion # 5. What does the book Drovoke in vour mind to think about vour own
change of behavior?
Change and Leadership
Code Interaction Among Participants (Main Thoughts)
#6 This reading already promoted change. I already needed to spend time
to read the bookfor this course.
#4 This is not an easy thing, we only change when we are compelled to
change.
#1 I need to choose what Iwill do from now forward.
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#5 When I was a missionary with YWAMthe septic tank wasfull and
needed somebody to clean it up. The leader put gloves on and did it.
With his example I thought that I should change and I started serving.
Researcher For some leaders in Brazil, it is surprising how some leaders can do
some kinds of work.
#6 / need to change myself in my home. My wife had a day offfrom work.
I became so bothered with her because something she did was wrong
instead oftaking advantage ofher presence with me. I have an
exercise: I need to work out something that is not natural vet.
#9 We need to challenge the old behaviors.
#4 Change is not a complicated thing. We need to start by doing the first
step. IfI start practicing this new way of life, I will make a difference. I
can V lie to myself, and I still see myselflying.
#7 When I see the church I see its needs clearly. But when I see myself, I
see that I expend very little as a learner.
#13 So, we need to learn from everybody now?
Ouestion # 6. The author says that servant and leadership are not opposite functions
and he exposes some servant leadership characteristics. What do you think about it?
Service and Leadership
Code Interaction Among Participants (Main Thoughts)
#8 / could help, but Iwill not do it because I am a pastor.
#14 I hated my boss because he asked me to clean up something again.
#4 I have no problem when I need to do an inferior task.
Researcher I gave an insight in this moment We will share later that our culture
has specific roles and tasks that some people do and some never do.
Unless we change our concept of leadership, power, and authority we
will continue reproducing our heritage. At the time ofJesus on earth,
the style ofleadership was authoritarian like ours. I do not see much
difference in the model ofleadership at that time and today in Brazil.
But Jesus started a new paradigm. It is always time for change.
Researcher I asked them to keep going in their thoughts.
# 14 / think that a servant must have discernment and balance. However, if
the pastor is not strong, he/she will lose a lot in ministry.
Reseacher Again, in this time, # 14 still misunderstood the servant leader role.
# 14 still had the concept of a servant leader as a weak position.
#4 I'm a pastor because ofmy call, but I have my limits.
#5 I see that I need to be a mirror, to have a balance and have
transparency.
205
The Report from the Second Book
Ouestion # 1- First Day. Leaders are people who make decisions all the time. Saul
and David needed to choose between obeying and disobeying God. The
circumstances forced them to decide between the two options. According to vour
reading, discuss in your group about their choices and how this may affect your
personal life.
Measure Right Thing Decision
Group
Comments or
Personal
Codes
Interaction Among Participants (Main Thoughts)
Group I Saul was a mirrorfor the inside ofDavid. He recognized his
limitations and chose to be different.
Group II Nothing happens casually. We are trained little by little while
walking with God. No suffering or adversity or contrary winds
come casually.
Group III David broke the culture of tooth for tooth, the give back... . That
was his choice.
Researcher I gave an intervention: We are today the result ofour choices in the
past and will be what we choose today. David had the potential to
become like Saul. Do you think that David had to be like Saul to
occupy the king's place?
#7 All ofus have a Saul and a David inside ofus. David allowed God
to take the Saul out ofhim. Saul is what I really am.
#9 I'm thinking ifI'm a Saul in development to become a David or a
David with several behaviors ofSaul in my ministry in needof
change. (This statement is unclear. I cant decipher it.�SM)
#6 I'm learning that I need to become a broken vessel if I want to
succeed like David.
# 14 David had the Holy Spirit and had to choose in the middle ofhis
personal circumstances.
Researcher I took advantage of this discussion and gave an insight: Isn 't it
interesting to note that God is lookingfor a broken heart? And that
God has apredisposition for those that have a broken heart. My
words were purposefully spoken because I was preparing them for
the next teaching in the following days.
# 14 / heard the history ofa criminal that had two sons: the first became
a criminal like his father, the other became a policeman. What
makes the difference is the choice.
# 15 Something I don 't understand. Was Saul an authority empowered by
God?
# 1 The gifts are irrevocable. Saul was chosen by the people, David was
chosen by God.
#7 The choices are related to the stereotypes. We labelpastors as
builders or destroyers. As pastors we submit ourselves for not
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receiving the same label. Ifeel that I need to change myselfand
have transparence.
#8 Sometimes people hurt me. I'm learning to overcome my deep
feeling ofgiving back. This is a work in my life.
#3 I already had a grieving heart. I learned to close my mouth.
Researcher # 3 had several disappointments with pastors when sharing some
problems in his/her life.
#6 How did the heart ofDavid remain? What is the purpose ofmy
anointing?
Researcher I introduced an insight: We feed expectations of "Saul" to succeed.
We want to have a powerposition andfight to maintain it. This is a
tendency that we gained with Adam 's sin. Ifwe want to become like
Jesus, we need to die to the power position tendency. God wants
David to grow inside ofus. Imean, unless we have a broken heart,
we cannot please God.
# 14 Our inner Saul needs to be always conquered. We must be
transparent, sincere, honest, etc.
#5 To have brokenness of heart requires suffering. I'm understanding
what Jesus has to say about leadership.
#9 We know people when we live with them. David knew Saul when
living with him. Ifeel responsible for being example for those that
are in my church, mostlyfor my officeholders (?) and staff leaders. I
need to behave differently than I was doing. I need to have the heart
ofDavid, not Saul, when somebody disagrees with me.
The Researcher's Comments on the first day's reading. The goal for this first day of
reading and reporting was satisfactory. While someone had his/her comments, I
observed how other participants were listening with attention. Usually, in meetings
like this, people do not concentrate. They showed they were very interested in
participating. Even in those who were a little shy, I perceived attention and interest in
the topic.
Ouestion # 2 - Second Day. Yesterday we discussed about how David behaved
when king Saul attacked him trying to take him out of his circle. In the reading of
today, the situation became worse. His son Absalom had similar behavior as Saul.
How did David behave with him? What insights did you receive from this reading
that can change aspects of vour own behavior?
Code Interaction Among Participants (Main Thoughts)
# 14 David didn 't behave in the same way he was treated by Saul. He
didn 't enter into the circle ofcruelty
#6 The rebellion was beingfed in Absalom. It seems that Absalom did
not learn from David's experience with Saul.
# 14 There is no success in life that can compensate failure in our home.
Researcher I thought: What am I doing here? They know the truth about having
priorities!
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#4 People do not always align with our dream. It takes time to convince
people to leave the tradition.
# 15 People follow because of the character of the leader
#2 The rebels who arrive in powerposition almost always become other
rebels. This we didn 't see in David's heart.
#3 There is not a perfect church. I don 't believe that the church is driven
100% by God. We don 7 like to hear critics. Ispent years in my life
thinking that I was a good listener. I often thought I could hear 4 or 5
people at the same time. I learned here that it was not a quality but a
mistake. Imust give each member the special attention that each one
deserves. I'm talking here about my church and mvfamily as well.
# 1 Here Iperceive a conflict in being apastor in church and being a
pastor in my home. At the church we must be apastor, in our home
we must be parents.
# 12 The people who know more about us are those in our home. They
really tell us who we really are.
Researcher I introduced a question: Ifyou should change something, what would
you change?
# 14 I have a personal existential crisis beingpastor and accountant. I
need to decide to leave mypart-time job to be fully in ministry.
#3 Patience. I learned here that the church is a process ofGod to help
me with my character and heart. I would like to have the church
gifted and ready to serve.
# 14 J need to spend more time in the "ambulatory" and not at the "ICU.
"
The ambulatory is the place for prevention. I work as a fireman -
always dealing with immediate trouble. I need to improve the focus
and make things more significant inpeople 's lives. IfI can do it, Iwill
become a servant.
# 15 I need to review my values. The values that I talk about are not the
values that Ipractice. For instance, I say that I value myfamily, but
I'm veryfar way from them.
# 13 I was a manager in a business. God called me to leave my job and
stayfull time in ministry. I have taken for granted making myfamily a
priority, but I have become convinced here that this was the correct
choice.
#6 1 need to spendmore time with my wife and children. My son asked
me how much I earnper hour. He wanted to buy one ofmy hours a
week, only to stay with me.
# 12 I dream too much. I need to transform my dream into vision. I need to
be more patient, less anxious, and to learn how to listen better. I
understood that lam not listening to my staffand need to change that.
I really want to live this. Iffamily is really a value to me, I want to
practice this.
#4 I too am not giving time to myfamily.
#2 I have been a task oriented leader. I learned that I need to change my
priority to people.
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#3 1 had something from my past that hurt me andmarked me life deeply.
Researcher # 3 shared with us about her past, and we had there one of the most
beautiful healing moments of that day.
#8 / need to learn how to manage my time towardpriorities.
#5 I'm a perfectionist and want to change this.
#9 My challenge is to learn how to develop leaders. I'm very active and
used to doing everything myself. As aperfectionist too. it is difficult to
delegate tasks to other people and be able to complain about bad
results.
#7 As ifI were in a theater, I need to discern when it is better to be in the
background and when I need to be in the lights. My weakness is that I
always wait forpeople to come instead and developing them
purposefully.
#1 I had a complicated life. I was an adopted child. From ages 12 to 17 I
was a drug user and robber. People wanted to kill me and God gave
me an escape. I never learned about values. Actually, life taught me
wrong values. I married and had 2 sons, one of them died. All my life
was deceptions until I became a Christian. Even as a church member,
when I didn 't like something in my children, I hit them. I have been
trying to show outsiders that I'm a worthyperson and that I am not
the same as was before. But, I'm not trying to be a goodfather and
husband. I'm leaving this training with a challenge. Iwill prioritize
myfamily. I certainly will. I want to become a servant in my home.
Ouestion # 3 - Third Day. In the last two days during the morning, we had issues on
authority and changing priorities. Some of these issues deal with character and heart.
We will still talk about these two topics next two following days. From the today
reading about Absalom and David, what are the insights that you have learned that
inform us about our leadership and that may need to change?
Code Interaction Among Participants (Main Thoughts)
#7 As the example ofAbsalom, history is implacable. It registers
everything. Men who instigate rebellions are not in God's purpose.
#4 We stopped seeing the behavior ofAbsalom, butforgot to see David's
heart. Today Iwill not discuss appointment with my bishop any more.
#5 The essence of the heart of the servant is the samewhether he/she is
occupying the throne or not. He/she is to serve anyway.
#2 Neither the church nor the ministry is ours. We must not disturb
God's action in his church.
#6 David neglected his role as father.
#7 Davidfailed as father, but he was not corrupt. The corrupt heart will
always find its justification.
# 15 Being a servant to an overseer is a duty, being a servant to those
under our leadership is a option. Our personal reasons must be
submitted to our call.
# 14 Character and integrity are not negotiable values.
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#8 Servant leadership is a behavior against logic. It is swimming against
the tide.
#9 Like Elisha, we need to pray for those who can 't see servant
leadership as God's leadership value.
#4 David was going to lose everything, but his behavior remained
exemplary. He had coherence with his learning
#7 He was a son ofKing too. We never should talk anything bad of the
King 's children. For instance, the bishop took that pastorfrom that
church. He was wrong!!! The servant leader wants God 's will more
than a position of leadership.
#5 I have a suggestion: this course be done for everypastor including
wives.
# 1 Without our spouses our work is incomplete.
Researcher Whenever we have good ideas, we willfind opponents andfollowers.
The issue is: Do you want to be called a "Saul
"
or a "David?
" Are
you able to have your heart always broken? Be sure, the "Sauls
" will
always be sent to make us a good David.
#4 God knows who has an authentic broken heart.
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Appendix 8 - Movie - The Terminal
The movie shows the conflict between two leadership models:
authoritarian/traditional leadership and servant leadership. These two models
influence people and win followers. While watching the movie, please answer the
following questions:
1 . What are the characteristics that you perceived of servant leadership and
authoritarian/traditional revealed in this movie?
2. What insights on servant leadership issues have you gained from this movie?
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Appendix 9 - Remember the Titans - a Case Study
The Credit for Case Study
This case study was inspired by a case study done at the University of
Nebraska at Lincoln by Jennifer Moss Reimers and Gerald Parsons.
The Task for Wednesday Afternoon
Description. Participants watch a two-hour movie entitled "Remember the
Titans." They should have paper and pencil (the course will provide these) to take
notes while watching the movie.
Components. Every participant of the course should watch the movie.
Task. Participants watch the movie and take notes of each situation observed,
related to leadership and its principles and practices. They should answer the
following questions:
1 . How did Coach Boone evaluate Gerry, his white team captain, at the
beginning of the film? How did members of the team reach out to each other
initially? How did this change over the course of the film?
2. At what points during the film did you see effective use of power? At what
points during the film did you see ineffective use of power?
3. What factors might have prompted Coach Boone to utilize certain types of
power?
4. Describe a situation in the film when you observed servant leadership. Did
this differ from a time when you observed fellowship?
5. When did you observe the use of servant leadership? What was the outcome
of this type of leadership behavior?
6. What level of change was required for the character to develop? Describe how
many times people were asked to change behavior and what happened.
Procedure. We finished the session with prayer for each other.
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Reports from the Participants
Code Main Participant' Reactions on Leadership Issues from the
Movie Remember the Titans
#8 I wouldfeel hurt if] was changedfor another pastor, but I see God is always
in control ofmy ministry.
#3 What would we feel if the bishop invites some ofus to become an associate
pastor and stay in a secondplace? This participant continued, "/ would be the
same. Ifthis person is qualified, I don 't think that Iwould have a problem.
#9 It was clear in this movie that both were effective in some ways. But, coach
Youst was much more loved. "
# 1 1perceived coach Boone was moved by racism and he was much more
interested in satisfying himself.
4 About racism code # 4 replied: "You should overcome the prejudice by being
available.
9 Coach Boone had a powerposition. He needed to use the position ofpower, if
not, he would not finish well.
"
Code # 14 reacted to code # 9: "The choice is
yours. Sometimes it is necessary to have apower position, but just in special
moments.
8 Coach Youst as a servant leader entered to the fame gallery even not being the
main coach of the team.
7 Code # 7 said: "The attitude ofmy disciple may show the degree ofmy
leadership. Iam realizing this.
7 The movie shows me that it is possiblefor the authoritarian and the servant to
work together. There is aplace for both even though I realized that the servant
leader model is more Christlike.
13 Coach Boone was able to bring the team together. This is a special need ofmy
ministry.
15 I realized here the potential ofseveral leaders that I have in my church. As
soon as I return, Iwill bring these people together and start leadership
training with them.
Code # 1 5 added: We only have union ifwe respect the skills ofeveryone.
15 Ifwe listen to our members, we can show our team ways to become a winning
team.
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Appendix 10 - The Dark Side of Leadership - a Group Exercise
Task for Thursday Afternoon:
Description. The theme is the "Dark Side" of being a pastor. The task is to
help you think of all kinds ofmistakes that pastors face: weakness of character,
including failing under temptations, and lack of priorities related to how to deal with
your family, their wives, and members in the church.
Objectives: (1) To encourage you to hear what is included in most of the
"Dark Side" of leaders. (2) Pray for your Dark Side.
Task.
1 . You will spend 10 minutes sharing in your group about the Dark Side
in the majority of leaders you know. You don't need to tell your
mistakes or weaknesses.
2. Spend five minutes writing on a sheet of paper your Dark Side. You
will not share with your group about them.
3. Share in the group what each group found as Dark Side in many
leaders.
4. We will come to the front and bum all the papers with our Dark Sides.
5 . We will pray for our weaknesses in teams of five while the papers are
burning.
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Appendix 1 1 - Story of the Servant Leader - a Case Study
Assignment for Thursday Afternoon
Procedure: Participants will read the following incident.
Description:
In the winter of 1 979, a farm in La Pintana, a small town outside of Santiago,
Chile, was rented for the training of servant leaders. This farm was situated in an
ideal location among several other small farms a few miles from the imposing Andes
range. Students came from several different countries in South America. Most of
them were helped financially by offerings from friends and churches. The concept of
sponsorship was unknown, or avoided, and they were encouraged to depend only on
God for personal support. At the beginning of the training, the school leaders
formulated a rule to preserve the sense of community: Food had to be shared with
each other in an egalitarian way. There were other items in that rule regarding
cleaning, punctuality, submission, and so on.
The rules seemed to be obeyed until a teacher delivered a lecture entitled "The
Broken Heart." The last words in that message were a quotation from King David,
"You do not delight in sacrifice, or I would bring it; you do not take pleasure in burnt
offerings. The sacrifices of God are a broken spirit; a broken and contrite heart, O
God, you will not despise" (Psalm 51:16,17). He read the Scripture, prayed and
encouraged the group of students to have a moment of silence. One of the students
interrupted that quiet moment with a weeping confession. He said, "I was hungry and
took a piece of bread from the kitchen without permission." Following him, another
voice revealed, "I opened the refrigerator and got a portion of cheese." Almost all of
the students confessed some infraction of the community rules. The leaders listened
as the students wept, expressing their contrition. After a while, everyone in the room
became silent. Then one of the leaders interrupted the silence and replied, "As
leaders, we are sorry about your wrong behavior but appreciate your confessions. We
need to think about this for a while."
Task 1:
Participant assignment. Participants will meet for 1 5 minutes with the
following assignment: Consider yourself the servant leader who needs to give a quick
response to that situation. What could be the various possible responses? After 15
minutes sharing, all the groups will meet again to report their responses to that
"rebel" group.
Researcher assignment. The researcher will tape the responses of the group.
Task 2:
The researcher will read the following description of the leaders' response in
that incident:
The students remained in the room while the leaders went to another room to
deliberate. When they returned, the leader announced:
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You have broken the rules and deserve punishment. You understand
that law without punishment for its violators is not law but counseling!
So, we have decided that the violators must pay for their
transgressions. Everyone will work on the farm on Saturday instead of
having that day off as we usually do. This is the bad news and your
punishment. The good news is that we ourselves have decided to pay
the price for your transgressions. So we will work next Saturday for
you.
They dismissed the meeting and the students went to their rooms. On the
following Saturday, in the midst of cold weather, all the leaders worked on the
farm from 8 a.m. until 6 p.m.
Participant assignment: Participants will share for 1 5 minutes in groups of
five, each one sharing how they might react if they were in that group and the leaders
acted in that way. After 1 5 minutes, all three groups will meet together again to share
their findings for another 30 minutes including a moment of prayer.
Researcher assignment: We will put together the findings of the group.
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Appendix 12 - Servant Leadership Course Evaluation
PARTICIPANT CODE:
Please, take 1 5 minutes and fill out the evaluation form. Please, be sincere with your
answers in order to improve the quality of future courses as well as to evaluate the
performance of the course in your personal lives.
1 . The accommodations were appropriate for the program.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments
2. The teachings were relevant for your personal lives.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
3. The approach in each component was relevant.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
4. The course is valid for your church leaders.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
5. The course impacted your life.
1 2 3 4 5
Not at all Somewhat Very Much So
Describe them:
6 I perceived interaction and collaboration among participants of the course.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
7 The model of servant leadership applies to the reality of the Brazilian church.
1 2 3 4 5
Not at all Somewhat Very Much So
Comments:
8. I leave this course with the following challenge:
Comments:
Further suggestions for the course:
Comments:
. What was the teaching or emphasis you believe was most relevant for
personal life?
Comment:
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